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ABSTRACT 
The study explores the ways in which Skills Development Act is implemented in 
South Africa. This study provides skills development policy by looking at policy 
implications and policy implementation in the Office of the Premier: Human 
Resource Development directorate. 
The need for skills development in South Africa carries the potential for policy 
development as an essential feature for economic growth and service delivery. Not 
only to the field of public policy, but to every sector including science and 
technology. The passing of the Skills Development Act, (No. 97 of 1998) (SDA) and 
the Skills Development Levies Act (No. 9 of 1999) highlighted the need for more 
skills in South Africa to meet the demands of a changing global world economy. 
The purpose of the study is to provide a policy understanding of the SDA and its 
implementation using the Office of the Premier in KwaZulu-Natal as a case study. 
The study will illustrate the importance of skills development in the public sector of 
South Africa and how skills can be further developed in the public sector. Research in 
skills development policy primarily focuses on the private sector ignoring its 
relevance to the public sector. 
The primary research objective of this study is 
• To describe the need for skills development in the public sector in South 
Africa and 
• To critically analyze the Skills Development Act in South Africa. 
• It will also analyze national programmes and policies designed for skills 
development in South Africa. 
The theoretical basis of this project is found on theories of public policy and policy 
implementation. The crux of this study is to determine the extent to which the Office 
of the Premier's skills development policy seeks to implement the Skills Development 
Act in the KwaZulu-Natal province. 
ii 
The findings of the study show a broad policy commitment to skills development 
programmes. However, when one take a closer look at the policy implementation of 
skills development in Office of the Premier, a number of gaps become clear. The 
Directorate HRD has experienced a number of implementation problems. The most 
significant is their lack of capacity as well as their in ability to monitor and assess 
training programmes. 
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CHAPTER ONE: Introduction 
1.1 Introduction 
Skills development remains critical for socio-economic growth and development of 
any country. The South African public sector depends on a skilled workforce to 
enable it to improve living standards, the economy and poverty alleviation. The 
change of government with the transition to democracy and its introduction into the 
international economy, has brought to the fore the present crisis of skills shortages in 
the public sector. The need for skills development programmes and strategies for the 
transformation of a relatively new and inexperienced bureaucracy has been 
emphasized.1 South Africa's single most important resource is its people. Innovative, 
courageous and conscientious South Africans are well placed to address the 
challenges facing the country. However, national government frameworks and 
systems that allow this crucial resource to be effectively utilised must be developed 
and implemented. 
The need for skills development in South Africa carries the potential for policy 
development as an essential feature for economic growth and service delivery. Not 
only to the field of public policy, but to every sector including science and 
technology. The increasing demand for skills is perpetuated by the ever-changing 
working environment pressured by globalisation. This implies that skills 
development is and will always be a continuous process because of the continuity of 
technological developments. 
The passing of the Skills Development Act, (No. 97 of 1998) and the Skills 
Development Levies Act (No. 9 of 1999) highlighted the need for more skills in South 
Africa to meet the demands of a changing global world economy. The Skills 
Development Act has to be implemented by all spheres and sectors of government 
under the guidance of the relevant Sector Education and Training Authority (SETA). 
September Commission. Future of Trade Unions: To the Congress of South African Trade 
Unions. August 1997: p. 3. 
2 Department of Labour. An Introduction to the Skills Development Strategy. Government Printers: 
Pretoria. 2001: p. 7. 
3 Ibid. 
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Training of employees inside the work-place and the introduction of learnerships and 
internships are some of the programmes that have been put in place for skills 
development in South Africa. The Labour Market Skills Development Programme, 
which is a three year program specifically developed by the Department of Labour to 
assist in the implementation of the Skills Development Act (No. 97 of 1998), was 
introduced in 1996 and its programme implementation began in 1999. 
1.2 Objectives of the study 
The primary research objective of this study is to describe the need for skills 
development in the public sector in South Africa and to critically analyse the Skills 
Development Act (No. 97 of 1998) in South Africa. It will also describe national 
programmes and policies designed for skills development in South Africa. This 
general policy framework will be analysed and the extent to which it is currently been 
implemented by the Office of the Premier in KwaZulu-Natal will be described since it 
is the department that is delegated the responsibility to implement the Act in the 
province. 
The following research questions inform the broad research problem: 
• Why are skills shortages a public policy concern in South Africa? 
• What are the skills shortages in the public sector of South Africa? 
• What are the skills shortages in the public sector of KwaZulu-Natal? 
• What does the Skills Development Act (No. 97 of 1998) require from 
provincial governments? 
• What strategies does the Skills Development Act (No. 97 of 1998) offer for 
the implementation of skills development programmes? 
• What strategies does the Skills Development Act (No. 97 of 1998) offer for 
measuring or assessing whether or not skills have been developed? 
• Have skills development programmes been evaluated and monitored in 
South Africa? 
4 Department of Labour. An Introduction to the Skills Development Strategy. Government Printers: 
Pretoria. 2001: p. 45. 
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The more specific research problem and objectives of this study is to examine how the 
Skills Development Act (No. 97 of 1998) is being implemented by the Office of the 
Premier in KwaZulu-Natal. The research questions are: 
• What is the role of the Office of the Premier in KwaZulu-Natal in the 
implementation of the Skills Development Act? 
• Has the Office of the Premier identified what the skills shortages are of the 
public sector in KwaZulu-Natal? 
• What skills development strategies have been put in place by the Office of the 
Premier? 
• What programmes and structures are in place for skills development in the 
Office of the Premier? 
• Are skills development initiatives in the public sector of KwaZulu-Natal being 
monitored and evaluated? 
• How does the Office of the Premier assess and monitor whether or not skills 
have been developed? 
1.3 Research Methodology 
The proposed study applied qualitative research methods to answer the study's 
research objectives. Babbie and Mouton argue that qualitative research is probably the 
best method or design to collect original information in a natural setting.5 According 
to Babbie and Mouton "qualitative research focuses on studying human action in its 
natural setting and through the eyes of the actors themselves, together with an 
emphasis on detailed description and understanding of particular phenomena within 
the appropriate context and environment."6 Qualitative research is well suited for this 
project, since this study is a social process that emphasizes the natural setting of 
actors.7 This means that qualitative research allows one to describe the actions of the 
research participants and events in detail and attempts to understand these actions in 
terms of the actor's own beliefs, history and context. 
5 Babbie, E & Mouton, J. The Practice of Social Research. Oxford University Press: Cape Town. 
2004: p. 270. 




The study focused on the Office of the Premier in KwaZulu-Natal since this is the 
government department responsible for skills development in the public sector of the 
province. The Director of Human Resource Development and Senior Training 
Officers of Neutral Skills Development were interviewed as key respondents because 
of their involvement in the skills development programmes of the province. 
Individual face-to-face interviews with the Director of Human Resource Development 
and Senior Training Officers of Neutral Skills Development provided supplementary 
data for qualitative data analysis.9 The individual face-to-face interviewing process 
allowed the researcher to verify data collected. It allowed respondents to express him 
or herself enabling the interviewer to obtain more information on their experience 
with regards to the implementation of the Skills Development Act in KwaZulu-Natal. 
Secondary data, such as government policies and reports, were analysed using 
content-based data analysis. Secondary data was collected by examining national 
skills development policies and strategies. It also included analysing the Skills 
Development Act (No. 97 of 1998) as well as its aims and approaches to 
implementation. It also analysed provincial skills development policies and strategies. 
Skills development was identified by the researcher as an important issue and was 
therefore examined against the background of theoretical debates on policy, decision-
making, policy implementation and policy evaluation. 
9 Babbie, E & Mouton, J. The Practice of Social Research. Oxford University Press: Cape Town. 
2004: p. 289. 
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1. 4 Structure of the thesis 
The structure of the thesis comprises of five chapters, organised in the following 
sections: 
Chapter One: Introduction 
The introduction introduces all the aspects of the study by outlining the importance of 
the research and its contribution to the research field. It also describes the research 
problem and the structure of the thesis. 
Chapter Two: Theoretical Framework 
This chapter outlines the theoretical framework of the study. It represents a literature 
review of public policy, policy implementation and policy evaluation as well as the 
role of government in policy making and implementation. 
Chapter Three: Skills Development Policy in South Africa 
This chapter presents the background to the need for skills development in South 
Africa. It analyses the Skills Development Act (No. 97 of 1998), its background, it 
aims and objectives. It also discusses the different national and provincial structures 
in place for skills development and the type of programmes currently implemented. 
Chapter Four: Case Study 
This chapter is the case study. It analyses the findings of the interviews held with key 
informants. It focuses on the implementation of the Skills Development Act (No. 97 
of 1998) by the Office of the Premier of KwaZulu-Natal. It offers a critique of the 
existing programmes and strategies in place. It also identifies the current problems 
faced by the Office of the Premier in its implementation of the Skills Development 
Act. 
Chapter Five: Analysis and Interpretation 
This chapter concludes the study by providing a critique of skills development 
policies and programmes, and identifies the implications of these for policy 
implementation. It also makes some recommendations. 
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CHAPTER TWO: Theoretical Framework 
2.1 Public Policy 
This chapter establishes a theoretical framework of this research paper by presenting a 
review of the literature on concepts such as policy, public policy and policy 
implementation. An in-depth discussion on the above concepts is outlined and is 
necessary for the understanding of the case study. 
Public policy includes a range of different complex phenomena that consists of 
numerous individuals and organisations. Different scholars offer a variety of 
understandings of public policy. To begin with, Colebatch considers the views of Dye 
who defines public policy as "what government choose to do or not to do."1 Dye's 
understanding of public policy includes every aspect of governmental behaviour such 
as developing activities. The perception created by Dye's definition is that public 
policy making is solely a government responsibility. However, his definition of policy 
as the work of government does neglect that there are times when government seems 
to be quite remote from the process. Seeking to look for linkages, Gerston considers 
Peters' definition who defines public policy as the "sum of government activities, 
whether acting directly or through agents, as it has influence on the lives of citizens." 
Peters' perception of public policy is similar but broader than Dye's in that it sees 
public policy as government's responsibility to oversee general activities of its 
citizens. 
Theunissen defines public policy as the product of policy making. According to him, 
policy is "a plan of action to achieve a desired goal within the overall purposes of 
government."3 Public policy is a result or response to government's perception of the 
needs in society. Theunissen's understanding of public policy emphasizes the role of 
individuals and interests groups in society who put pressure on the government to 
respond to public issues. When the government has identified the need for policy 
intervention, then the policy making process commences. Weiss's definition is 
1 Colebath, HK. Policy. Open University Press: Buckingham. 2002: p. 39. 
2 Gerston, LN. Public Policy Making: Process and Principles. M.E. Sharpe: London. 2004: p. 6. 
3 Theunissen CA. Administering National Government in Venter, A. (eds) Government and Politics in the 
New South Africa: An Introductory Reader to its Institutions, Processes and Policies. JL van Schaik 
Academic: London. 1998: p. 123. 
4 Ibid. 
5 Ibid. p. 124. 
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similar to that of Theunissen. Weiss defines policy as "an officially accepted 
statement of objectives tied to a set of activities that are intended to realise the goals 
and objectives in a particular environment."6 His definition interprets policy as a set 
of objectives, goals and activities that have been agreed upon. Policy is therefore 
regarded as a framework for achieving the desired need. 
The need for policy, argues Gerston, is a combination of politics and governments. 
Gerston argues that politics is the authoritative allocation of values. Public policy 
results from a combination of politics and government in a sense that it explains the 
prevailing political values and its influence in defining solutions to the existing 
problems. These values often predetermine public policy and are influential in 
policy.8 
Cloete argues that policy emerged as soon as humans started living together in 
society. Societies needed goods and services that they were unable to produce and 
provide as individuals or families. In short, public policy is about people and social 
order. It responds to their needs, living conditions and circumstances.9 It is social, 
Colebath asserts, in that it justifies and legitimises societal behaviour, actions and 
practices.10 
Public policy has two major purposes according to De Lange. It is to improve 
efficiency and to improve equity.11 Public policy is said to be efficient if it maximises 
benefits for society at the least cost. This depends on the effective use of public funds 
and resources and effective public accountability of government. Equity, on the other 
hand, means that public policy is not necessarily concerned with the amount of 
available resources, but whether those resources are distributed evenly to promote 
equality among the members of society.12 Both efficiency and equity are crucial in the 
6 Weiss, CH. Evaluation: Methods for Studying Programs and Policies . Prentice Hall: New Jersey. 1998: p. 
256. 
7 Gerston, LN. Public Policy Making: Process and Principles. M.E. Sharpe: London. 2004: p. 23. 
8 Ibid. 
9 Cloete, F & Wissink, H. Public Management: Improving Public Policy. Van Schaik: Cape Town and Pretoria. 
2000: p. 298. 
10 Colebath, HK. Policy. Open University Press: Buckingham. 2002: p. 234. 
11 De Lange, J. Premiers Leadership Development Programme: Economic Literacy Module. Office of the 
Premier: KwaZulu-Natal Provincial Administration; HRD and UKZN. 2004: p. 15. 
12 Ibid. 
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core intention of public policy because the nature of state power and authority is 
penetrative, extractive and collaborative.13 Muller explains that directly or indirectly, 
the state is dependent on its citizens for a number of reasons, which includes 
legitimacy and sustainability.14 Muller explains that state authority is penetrative in 
the sense that the state communicates and engages with society to ensure that its 
policy objectives are carried out. The state is extractive insofar as it generates 
revenues from its people through taxation. The state, according to Muller, is 
collaborative in a sense that it negotiates the relationship between itself and society 
and it seeks to enhance the capacity of both. 
According to Parsons, public policy focuses on the public and its problems.16 "Public 
policy is concerned with issues and problems and how they come to be defined and 
1 7 
constructed; and how they are placed on the political and policy agenda." Parsons as 
does Dye, views public policy as concerned with what governments do, the reasons 
why they do it, and its effect it has on the public. Public policy is about government 
pursuing a particular course, deciding how to pursue it and what course of action they 
need to take.19 Policy is about choosing goals and the means of achieving these goals. 
Policy goals are often generally broad statements, whereas objectives are more 
specific and action-orientated. Objectives are also operational duties that are derived 
from the broad policy framework which define the goals. It can be said that public 
policies are those kinds of policies that are specifically developed by government 
actors and are meant to enable government officials to be effective and efficient in 
their processes of managing public affairs. 
However, it is important to take note that government actors and stakeholders are 
likely to have distinct and possibly contradictory ideas about goals and priorities. 
Colebath argues that the determination of a policy goal is "not just a matter of a 
context-free group of policy makers determining what goal will be for the participants 
13 Muller, J. Challenges of Globalisation: South African Debates with Manuel Castells. Maskew 
Miller Longman: Cape Town. 2001: p. 63. 
14 Ibid. 
15 Ibid. p. 64. 
16 Parsons, W. Public Policy: An Introduction to the Theory and Practice of Policy Analysis. 





but there are various stakeholders and parties involved with their own perspective on 
the problem analysis and they will mobilise support for what they see as the most 
appropriate course of action."20 These various parties may have their own interest to 
protect based on their own organisational perspective. It is important to remember that 
there can be different interpretations of the policy issue and different opinions on 
what constitutes the right policy decision. 
Many analytical models of policy making often include stages or steps of the policy 
process such as policy formulation, implementation and evaluation. Models provide 
an interesting insight for analytical purposes and try to simplify the complexity of the 
policy making process. Moharir (cited in Olowu) argues that the successful outcome 
of the policy process in terms of solving social problems, depends on it meeting a 
number of criteria to compare policy options, the existing policy designs and assess 
the past policy performance.21 According to Moharir, the minimum measure of a 
successful public policy must fulfil the following six criteria: 
• Effectiveness- (refers to the ability of governments to achieve goals and 
objective). 
• Efficiency- (refers to the realisation of the policy objectives less time and less 
cost). 
• Responsiveness-(re&rs to the ability to create policies that respond to civil 
society and interests groups). 
• Innovation-(refers to the creativity to design policies. Creativity is about the 
quality of originality that leads to new ways of seeing ideas). 
• Political feasibility-(rQfers to the ability of political executives, legislatures 
and policy makers to accept the policy). 
• Administrative feasibility- (refers to the willingness, capacity and ability of 
implementing agencies to realise policy objectives within a given time). 
Moharir claims that these six criteria need to be applied simultaneously to achieve the 
desired policy outcomes and successful policy in the long run will conform to all the 
Colebath, HK. Policy. Open University Press: Buckingham. 2002: p. 60. 
21 Olowu, D. (eds) Better Governance and Public Policy: Capacity Building in Democratic Renewal in 
Africa. Kumarian Press: USA. 2002: p. 109. 
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criteria.23 However, meeting these criteria depends on the capacity of policy makers 
and the actors involved which is not a constant and straightforward element. 
Theunissen identifies four primary elements which he regards as necessary for 
feasible public policy making and implementation.24 Firstly, public policy making 
must identify an actor with a capacity to produce change. Secondly, public policy 
requires the ability of policy makers to adapt to change, and new things that will bring 
innovative ideas. He further maintains that actors must also be able to possess the 
capacity to project future outcomes. Fourthly, it requires a 'theory of knowledge' 
that can be supplied within the limits of ordinary human capacity. However, the 
general lack of sufficient resources such as knowledge, experience and infrastructure 
has complicated the implementation of service delivery policies in South Africa and 
has led to the widening gap between policy objectives and the successful 
implementation or achievement of outcomes. He argues that knowledge needs a 
normative commitment from these actors.27 Knowledge remains an important element 
that actors should possess in public policy. 
The policy process as viewed by Anderson is aligned in terms of sequential patterns 
of action that involves a number of functional activities that can be analytically 
distinguished.28 This includes problem identification; agenda setting; policy 
formulation, adoption and decision making; implementation; and evaluation. These 
patterns and stages are important in that each stage influences and depends on the 
other. Colebatch also identifies similar patterns of public policy. According to him, 
the policy process is represented as a sequence of stages with the intention to pursuit 
policy goals.29 These stages are not linear but are presented as a circle suggesting that 
there is a progression from one stage to the next. The policy circle, or often referred to 
as the policy cycle, begins with the identification of an issue as a policy problem. 
23 Ibid. 
24 Theunissen CA. Administering National Government in Venter, A. (eds) Government and Politics in the 
New South Africa: An Introductory Reader to its Institutions, Processes and Policies. JL van Schaik 




28 Parsons, W. Public Policy: An Introduction to the Theory and Practice of Policy Analysis. 
Edward Elgar Publishing Inc: Cheltenham. 1997: p. 462. 
29 Colebatch, HK. Policy. Open University Press: Buckingham. 2002: p. 49. 
30 Ibid. 
For the policy process to make it commence the issue or problem must be recognised 
as a policy issue and to the policy agenda for the attention of policy makers. The next 
stage is the identification of alternative responses or policy proposals to the problem. 
Alternative responses or proposals are compared with each other in order to determine 
which proposal would be more efficient and effective, based on which a concrete 
decision is taken. The preferred alternative or proposal becomes the final policy 
decision which then needs to be implemented. The policy implementation stage is 
important because it is where the execution of the policy takes place, and it is often 
the stage where policy problems arise. The policy cycle comes to a conclusion with 
the evaluation of a policy. However, if the policy fails, the policy cycle may begin 
again, 
2.2 Policy Implementation 
In light of this study, it is imperative to describe policy implementation process itself. 
Parsons presents Pressman and Wildavsky's views of implementation who defined it 
as 'the process of interaction between the setting of goals and actions geared to 
achieve them'.31 It is essentially an ability to "create links in a causal chain so as to 
put policy into effect."32 Pressman and Wildavsky maintain that these goals have to be 
"clearly defined, well understood and resources have to be made available to 
accomplish these goals."33 In simple words, the concepts 'implement' means to 
"accomplish, fulfil, produce, complete or carry out".34 In this context to implement 
means to take action or the execution of duties to provide services or address the 
policy issue. 
Colebatch, as well as Pressman and Wildavsky, describes policy implementation as a 
"connected process of choosing goals and selecting the appropriate alternatives of 
implementing those goals."35 This view sees policy implementation as an inclusive 
declaration of intended outcomes and the provision of the means for attaining those 
outcomes. 
31 Parsons, W. Public Policy: An Introduction to the Theory and Practice of Policy Analysis. 




35 Pressman, J & Wildavsky, A. Implementation. University of Carlifonia Press: Berkeley. 1973. p. 4. 
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The effectiveness of policy implementation varies across policy issues and policy 
types. Some issues are more complex than others. For example, policy decisions on 
the provision of water may include elements of health, environmental and educational 
policies. Parsons argues that in order to view the study of implementation, the type of 
policy to be implemented must be taken into account.36 For example, redistributive 
policies are about taking resources or benefits away from one group in society for the 
benefit of other groups. This may lead to public discontent. Policy implementation is 
likely to succeed if there is cooperation, consensus and compliance among 
stakeholders. Ripley and Franklin (cited in Lippincott and Stoker) emphasize that the 
process of implementation generally involves numerous important actors having 
competing goals and interests.37 This can complicate cooperation and compliance. 
According to them, these goals work within an increasingly large and complex mix of 
government programs that require collaboration between the numbers of units of 
T O 
government who may be affected by powerful factors beyond their control. 
However, coordinating implementation across different institutions, each with their 
own interests is no easy task. 
Lippincott and Stoker argue that the coordination of action in policy implementation 
is important. They maintain that it is necessary to coordinate actions amongst the 
numerous actors since each will have divergent interests especially when it comes to 
implementing change.39 This implies that implementation is most effective when 
policy creates a strong control at lower levels. This cannot materialise if the 
coordination of activities and actors are not taken into consideration. Coordination is 
important when the policy is complex and includes a wide variety of role players, 
other wise it may lead to confusion and duplication. 
Parsons, W. Public Policy: An Introduction to the Theory and Practice of Policy Analysis. 
Edward Elgar Publishing Inc: Cheltenham. 1997: p. 245. 
37 Lippincott, RC & Stoker, RP. Tolicy Design for Implementation Effectiveness: Structural Change in 
a County Court System', in Policy Studies Journal. 20 (3). 1992: p. 377. 
38 Ibid. 
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Approaches to policy implementation 
The policy making process tends to be analysed according to two main approaches 
and dimensions. The first is the top-down approach mentioned by Pressman and 
Wildavsky.40 They define policy in terms of the relationship to policy as produced 
from those people in power at the top and laid down in official documents. For them 
policy requires a top-down system of control, communications and resources to do the 
job.42 Effective policy making and implementation requires, they argue, a good chain 
of command and a capacity to coordinate and control.43 This implies that goals have 
to be clearly defined and understood; resources made available; the chain of command 
be capable of assembling and controlling resources; and a system that is able to 
communicate effectively and control those individuals involved in policy formulation 
and implementation.44 Policy according to Pressman and Wildavsky, is concerned 
with the linkages between different organisations and departments at local level. If 
action depends upon these number of links in the implementation chain, a degree of 
cooperation between agencies is important to make those links as close to hundred 
percent as possible. 
The bottom-up approach to policy implementation was thoroughly researched by 
Lipsky in his analysis of the importance of street-level bureaucrats (those individuals 
who implement public policy on a day-to-day basis). Lipsky argues that street-level 
bureaucrats play an important role in the implementation of policy because of their 
close relationship with the society where the process of implementation takes place. 
The bottom-up approach recognises the horizontal dimension or relationship as 
fundamental in policy making and implementation. Effective implementation is a 
condition which can be built up from the knowledge and experience of those in the 
frontline of service delivery. Lipsky's model of implementation recognises humans as 
a resource necessary for policy making and implementation. 
40Hill, M & Hupe, P. Implementing Public Policy: Governance in Theory and Practice. Sage 





45 Ibid. p. 44. 
46 Lipsky, M. Street-Level Bureaucracy: Dilemmas of the Individual in Public Services. Russell 
Sage Foundation: New York. 1980: p. xii. 
47 Ibid. 
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According to Colebatch, the top-down approach concentrates on a point of decision, 
while the bottom-up approach spreads it to take in a wide arena for interaction. The 
latter approach involves people to participate from diverse cultures of organisations 
and political environments involved in the implementation process. Parsons argues 
that the bottom-up model is a model that sees the process as including negotiation and 
consensus building among these cultures of organisations.49 Lippincott and Stoker 
maintain similar views and argue that the bottom-up approach maintains that 
effectiveness requires consensus and flexibility to adapt policies to their local 
organisational context. 
Colebatch has identified two main approaches that have a great impact on the way one 
makes sense of policies namely a vertical and a horizontal approach to policy. 51 
According to Colebatch, the vertical approach is concerned with the transfer of orders 
and decision from the top decision makers and officials to the officials at the bottom 
responsible for implementation. This is similar to the top-down approach. The 
authorized decision makers generally select the course of action which will maximise 
their values and delegate these actions to lower ranking officials to implement. The 
vertical approach is often used in South Africa where decisions tend to be made at 
national government level and then delegated down to the lower levels such as 
provincial government and local government. Such policy is described as the work of 
authorities.54 
Colebatch, HK. Policy. Open University Press: Buckingham. 2002: p. 42. 48 
49 Parsons, W. Public Policy: An Introduction to the Theory and Practice of Policy Analysis. 
Edward Elgar Publishing Inc: Cheltenham. 1997: p. 465. 
50 Lippincott, RC & Stoker, RP. ^Policy Design for Implementation Effectiveness: Structural Change in 
a County Court System' in Policy Studies Journal. 20 (3). 1992: p. 327. 
51 Colebatch, HK. Policy. Open University Press: Buckingham.2002: p. 3. 




The top-down approach according to Hood (cited in Hill and Hupe) encapsulates five 
conditions for effective policy and implementation.55 
• implementers as an "army like organisation" guided by clear lines of 
authority; 
• implementation that is directed and steered by objectives and is enforced by 
norms; 
• implementers that do as told; 
• clear and effective lines of communication between units and sub units of 
organisation; and that 
• enough time is available to reach the implementation targets. 
The horizontal dimension, according to Colebatch, is concerned with the relationships 
among policy participants in different organisations that are outside the hierarchic 
authority.57 The horizontal approach maintains the importance of interaction among 
these different participants in policy making and implementation. These participants 
may involve participants outside government, the private sector, and non 
governmental organisations, international agencies as well as community-based 
organisation or other civil society groups. The horizontal dimension of public policy 
is seen as the structuring of action on the same level.58 The horizontal dimension 
recognises that policy implementation work takes place across organisational 
boundaries as well as within them. It recognises that there are participants involved in 
the forming, interpreting and sustaining of public policy even at the lower levels of 
administration.59 A critique of the horizontal dimension is that on its own it cannot 
function effectively. It requires an element of hierarchy and control to function 
effectively. 
Exworthy and Powell argue that "successful implementation is achieved when there is 
a joined-up government at the centre, joined-up government at the periphery and a 
compatible vertical dimension that will align policy windows to square the circle of 
Hill, M & Hupe, P. Implementing Public Policy: Governance in Theory and Practice. Sage 
Publications: Sage. 2002: p. 50. 
56 Ibid. 




implementation in the congested state."60 Exworthy and Powell divide the horizontal 
dimension into two: the horizontal dimension at the centre (including policy 
implementation within departments) and the horizontal dimension at the periphery 
(which includes local to local departments).61 
A great concern raised by Hill and Hupe is that implementers sometimes have 
difficulty in not knowing how to implement policy effectively, but also what is to be 
implemented.62 In events of disappointing results, the policy makers tend to blame the 
implementers. However implementers may see policies as unclear and less directive 
with regards to the policies goals and objectives and how these are to be implemented. 
Therefore it is crucial that the implementers must be involved in the policy 
formulation process so that policies can be cognisant of the type of problems 
implementers experience with policy implementation. This is a crucial element 
because most departments in government simply outsource their programmes to 
outsiders who are not informed about what transpired during policy formulation and 
what informed such objectives. Hogwood and Gunn (cited in Hill and Hupe) state that 
what happens at the implementation stage will influence the policy outcome. 
Hogwood and Gunn argue that the probability of a successful outcome will be 
increased if at the stage of policy formulation, insight is given about the 
implementation problems.64 This is a major challenge for implementers because they 
are often not part of the policy formulation process, yet they are tasked with 
implementing it. 
Strategic management in policy implementation 
More attention and focus is needed on strategic management in policy implementation 
in order to achieve the policy outcomes. This includes managing policy 
implementation. It is a matter of identifying what needs to be done and how it should 
be done. It is about developing shared visions, influencing and persuading opponents, 
cooperating with a wide range of stakeholders while at the same time developing 
Exworthy, M & Powell, M. Big Windows and Little Windows: Implementation in the Congested 
State. Blackwell Publishing Ltd: Blackwell. 2004: p. 269. 
61 Ibid. 
62 Hill, M & Hupe, P. Implementing Public Policy: Governance in Theory and Practice. Sage 




programmes in a participatory and collaborative manner.65 Brinkerhoff argues that 
managing policy implementation is "following effectively the policy prescriptions in 
order to solve social and economic problems."66 
Policy managers are essential in managing policy implementations. These policy 
managers require capacities, capabilities and skills different from those associated 
with routine administration.67 Different in a sense that it involves the processes of 
policy to be implemented that is outside of daily routine of office administration. 
Even the various organisations involved in policy implementation where these 
managers come from also need skills that will enable them to compete with other 
SO 
organisations in the quest for resources to accomplish the policy. One of the basic 
requirements argued by Brinkerhoff is strategic management capacity. Strategic 
management capacity refers to the skill and ability to manage the implementation 
process. 
Strategic management capacity is important in managing policy implementation 
because it enables policy managers and departments to focus directly on three 
strategic management capacities tools identified by Brinkerhoff. These capacities 
enable policy implementers to deal effectively with policy implementation challenges. 
Brinkerhoff identifies three elements of capacity.69First, the capacity to look outward. 
Looking outward according to Brinkerhoff, enables policy implementers to extend 
their focus on external environmental limitations. This tool allows them to focus on 
issues that are outside of the implementation process. 
Secondly, Brinkerhoff argues that implementers and managers must look inward to 
view and assess the internal structures and procedures as well as the ability of actors 
within the department. This is important in any policy implementation process 
because it helps to identify individual skills present inside departments. 
Brinkerhoff DW & Crosby BL. Managing Policy Reform: Concepts and Tools for Decision Makers in 
Developing and Transitioning Countries. USA. 2002: p. 118. 
66 Ibid. p. 117. 
67 Brinkerhoff DW & Crosby BL. Managing Policy Reform: Concepts and Tools for Decision Makers in 
Developing and Transitioning Countries. USA. 2002: p. 38. 
68 Ibid. 
69 Ibid. 
70 Ibid. p. 39. 
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The third capacity tool is to look ahead to see what comes next and to put the 
necessary resources in place required to meet the desired outcome. In other words, 
this capacity relates to bringing together strategies and resources to achieve policy 
goals. This capacity puts attention to sustainability, with the capacity to anticipate and 
initiate activities.71 
Four steps have been identified by Brinkerhoff and Pfeiffer that can assist policy 
managers to manage policy implementation effectively. According to Pfeiffer, the 
first useful step to manage policy implementation strategically involves deciding on 
the policy goals and objectives and developing agreements.72 For example, one of the 
major goals of capacity building is to develop individual and organisational skills to 
meet the demand of the ever-changing workplace. For instance, implementers need to 
develop technical solutions that stakeholders can agree on. These solutions can only 
be achieved if there is cooperation. According to Brinkerhoff, cooperation means that 
TX 
the views and needs of other actors are considered and accommodated. 
According to Brinkerhoff, managing strategically requires policy managers to scan 
internal and external factors as a second step.74 This requires implementers to identify 
the strengths of the internal structures and systems as well as the external 
environments. Pfeiffer stresses the necessity to diagnose what is important in getting 
these goals done. "To implement your goals effectively, is to manage politics as an 
external emphasis and the use of power skilfully."75 He maintains..that goals are 
implemented effectively if politics are managed skillfully and effectively. By polrtics 
one refers to the influence that can disturb the effective implementation of the policy. 
It is important to identify and understand the interplay between politics and powers of 
actors from various organisations. It enables implementers to have a sense of the 
game played or policy implemented, who the crucial players are and what their 
positions are. 
Pfeffer, J. Managing with Power: Politics and Influence in Organisations. Harvard Business School Press: 
Boston, Massachusetts. 2002: p. 29. 
73 
Brinkerhoff DW & Crosby BL.. Managing Policy Reform: Concepts and Tools for Decision Makers in 
Developing and Transitioning Countries. USA. 2002: p. 6. 
74 Ibid. p. 43. 
75 Pfeffer, J. Managing with Power: Politics and Influence in Organisations. Harvard Business School Press: 
Boston, Massachusetts.2002: p. 29. 
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Weimer and Vining stress the importance of politics in the implementation process. 
They maintain that "understanding the motivations and political resources of the 
implementers is important for predicting the likelihood that the policy will produce 
the expected results. This is because it reduces the detrimental effects the policy could 
have during its implementation period and could help the implementer to have an 
understanding of these resources and how they can use them effectively."76 For 
example, if a government department regards its human resource development policy 
as insignificant, it is less likely to allocate resources towards its implementation 
thereby limiting the implementer's ability to implement that policy. 
The third step is to consider strategies and options. This step calls for the 
identification of strategic issues and set priorities in terms of the urgency of each issue 
in the strategy. Therefore, implementers should be prepared to use political strategies 
such as co-optation and compromise to assemble programme elements and keep them 
engaged.77 According to Brinkerhoff, co-optation calls for getting other people to 
believe that the policy implemented is favourable and in their best interest. 
The last step identified by Brinkerhoff is to put strategic plans into action. This is to 
think strategically about implementation in practical situations. Here, policy managers 
and implementers put plans into action, resources are mobilised and human resource 
70 
capacity are brought into operation to bear on the task to be implemented. In this 
respect policy managers should give a day-to-day feedback as well as inform senior 
officials of progress made. 
Vining and Weimer argue that sometimes people are needed who can intervene in the 
implementation of the policy if the policy appears to be failing. Such people are called 
"policy fixers". They may come from interest groups but in most cases local 
administrators are seen to be the most effective "policy fixers." 
76 Vining, AR & Weimer, DL. Policy Analysis: Concepts and Practice. Pearson Education: Inc Upper 
Saddle River. New Jersey. 2005: p. 264. 
77 Ibid. p. 268. 
78 Ibid. 
79 Brinkerhoff DW & Crosby BL.. Managing Policy Reform: Concepts and Tools for Decision Makers in 
Developing and Transitioning Countries. USA.2002: p. 43. 
80 Vining, AR & Weimer, DL. Policy Analysis: Concepts and Practice. Pearson Education: New 
Jersey.2005: p. 279. 
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2. 3 The Role of the State 
To understand state capacity, it is necessary to unpack the ever-changing role of the 
state: what it should do, what it can do and what capacity is necessary for government 
to perform its duties. It is ever-changing because the state is a representation of the 
norms and values of a dynamic society. 
The word 'state' emanated from the Latin word Status, which means a system of 
ranks each with its special rights, and tasks. According to Raadschelders and Rutgers 
o 1 
(cited in Kicket and Stillman) a 'state' referred to positions of rank and power. State 
or estate also meant property. The state according to them developed in a social-
political environment functioning on the basis of feudal relations.82 Raadschelders and 
Rutgers argue that lords who were acknowledged as having the higher authority of 
power in society governed the feudal relations of the state. According to them, in the 
early stage of the state, there was no specific discourse on administration. 
Administration and ideas about government solely focused on the role and position of 
the king as a key figure of the state. 
The modern state was born out of the Renaissance period. Raadschelders and Rutgers 
claim that during this period fundamental changes occurred. The major fundamental 
changes were the demise of the feudal system and major scientific discoveries. The 
ability to exchange information was improved and enhanced by the invention of 
printing by Gutenberg and by the increasing use of the vernacular language by a 
O f 
number of scholars. New ideas about economies emerged in the seventeenth and the 
eighteenth century. As a result the state entered a new phase and acquired new 
meaning distinct from the old state. 
Many classical scholars like Sinha stressed the importance of enabling the role of 
O/" 
government in terms of what the state should do and not to do. During the modern 
81 Kicket,WJM & Stillman RJ The Modern State and its Study: New Administrative Sciences in a 
Changing Europe and United States. 1991 :p. 18. 
82 Ibid. 
83 Ibid. 
84 Ibid. p. 19. 
85 Ibid. p. 20. 
86 Sinha, A. Good Governance, Market Friendly Globalisation and the Changing Space of the 
State Intervention: the Case of India in Munshi. S & Abraham, BP. (eds) Good Governance, 
Democratic Societies and Globalisation. 2004: p. 110. 
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industrialisation period, Sinha suggests that the state took on a more active role in 
development processes. In countries such as Japan governments took an active 
interest in promoting and organising economic growth.87 According to Sinha the 
closing decades of the twentieth century showed a steady growth of faith in markets 
with the state having to take on the role of an "economic strategist." The dominance 
of neo-liberal policies has changed the role of the state again towards a more market-
approach to policy. Neo-liberal policies according to Sinha are in favour of 
"unregulated markets and free trade with fiscal and monetary policies for 
macroeconomic stability as a fit all formula for global development." 
According to Minogue et al contemporary governments of both developed and 
underdeveloped countries are reviewing the roles of the civil service, local authorities 
and public enterprises.90 In most countries, according to Peters, the traditional model 
is highly bureaucratic and rigid.91 Many previous functions performed by the state are 
being privatised and in some cases, local authorities are encouraged to tender for work 
in competition with private suppliers. The challenges may include the critical question 
of the size of the state as well as the roles and structures of public sectors 
accompanied by the failure of the bureaucracy to maintain or manage public utilities 
effectively as well as the inflexibility of the civil service to respond to changing 
needs. 
One strategy of public sector reform is decentralisation. The Report by the September 
Commission on the Future of Trade Unions in South Africa (hereafter referred to as 
the Report) discusses decentralisation within government institutions of South 
Africa.92 The Report claims that decentralisation is meant to release duties from the 
centre of government to other spheres of government, such as provincial and local 
government. 
88 Ibid. p. 111. 
89 Ibid. 
90 Minogue, M, Polidano, C & Hulme, D. (eds) Introduction: The Analysis of Public Management 
and Governance in Beyond the New Public Management: changing Ideas and Practices in 
Governance. Edward Elgar: UK. 1998: p. 3. 
91 Peters, G. The Future of Governing. University Press of Kansas: USA. 2001: p. 167. 
92 September Commission. Future of Trade Unions: to the Congress of South African Trade 
Unions. August 1997: p. 4. 
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The Report argues that the process of decentralisation will unleash the creativity and 
problem solving abilities of managers and street-level bureaucrats to "produce a 
dynamic innovative and professional public sector."93 However, decentralisation in 
developing countries has made little difference. A weakness experienced by 
developing countries is that decentralisation has been accompanied with unclear roles 
and responsibilities assigned to local government and the lack of capacity of the local 
government to perform its duties. 
The process of reinventing the state or public sector sometimes merely reinforces 
poorly managed bureaucracies. The decentralisation of duties requires the ability to 
assign tasks to different organisations as experience is gained and a sense of maturity 
is achieved. 
The Report identifies key roles that the state should play. It sees the role of the state 
roles as a major employer, economic agent and most important as the foundation for 
social and economic citizenship. It is the foundation for social and economic 
citizenship in a sense that it translates the citizen's rights into reality by "practising 
the ethos of public service that includes fairness and administrative justice." 
According to Sako, the role of the state is to provide goods and services including 
physical infrastructure, safe water and sanitation, affordable housing, education and 
skills development.96 He further adds that the role of the state is to guide and 
facilitate the national development process based on short and long-term priorities. 
In order to achieve these goals public sector workers must work in a fair democratic 
workplace with reasonable pay incentives and effective management. 
Another important aspect of government restructuring aspect is participation. The 
participatory state, as argued by Peters, is a state that involves employees in the 
organisational decision-making that has an impact in their working life. He argues 
that if employees have a greater scope to exercise their own discretion and autonomy 
94 ibid' 
95 September Commission. Future of Trade Unions: to the Congress of South African Trade Unions. August 
1997: p. 4. 
96 Olowu, D. (eds) Better Governance and Public Policy: Capacity Building in Democratic Renewal in 
Africa. Kumarian Press: USA. 2002: p. 77. 
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to make independent decisions on the job, they will invest more time and energy in 
QO 
the organisation. 
The state is a major employer in any country. The Report asserts that the public 
service should become a model employer and close the wage gap because of its role 
of providing training and skills to its people." The Report also recommended that the 
state must lead the private sector rather than follow it. The major concern with this, as 
mentioned earlier on, is that the public service tends to transform itself to be similar to 
the private sector, implementing private sector principles making government more 
customer-driven. In some cases the role of the state has been reduced through 
practices of downsizing and privatisation. These developments have changed the role 
of government from being a doer to being the facilitator of the public service. 
Sako adds that to enable the public sector as well as the private sector to play these 
roles effectively requires a requisite capacity.100 The shortage of capacity in African 
states has caused major development constraints. Requisite capacity refers to a lack of 
human and institutional capacity that constitutes the most important obstacle to 
sustained economic growth. Many governments according to Sako lack the capacity 
to design, implement and monitor public policies and deliver services in time. 
A number of structural changes in the public sector have taken place around the 
world, but there are still many problems and challenges. The lack of capacity for 
developing countries such as sub-Saharan Africa countries, has a significant impact 
on the effectiveness of the public sector. Cohen and Peterson view the state as the 
critical and essential partner in the development process.102 However, the state is more 
than a partner. It is the lead agent and the protector of social values. 
Peters, G. The Future of Governing. University Press of Kansas: USA. 2001: p. 53. 
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Conclusion 
Cohen and Peterson argue that the redefinition of the public sector is mostly limited 
by the financial capacity of the state to provide public goods and services and its 
inadequate administrative and fiscal capacity.1 This suggests that there are skills 
shortages to manage and maintain finances across departments. These skills shortages 
are not only limited to highly professional skills, but also include less professional 
skills such as organisational and technical skills. The reintroduction of South Africa 
into the world economy has increased the demand for better skilled workers and has 
led to a decline in the demand for unskilled labour.104 This reality is not restricted to 
the private sector. In fact, skills development is crucial in the public sector if the 
South African government wants to participate effectively in the global economy. 
Cohen, JM & Peterson, SB. Administrative Decentralisation: Strategies for Developing Countries. 
Kumarian Press: USA. 1999: p. 53. 
25 
CHAPTER THREE: Skills Development Policy in South Africa 
This chapter introduces an understanding of skills development in South Africa. It 
begins by defining very briefly the terms such as development and skills. It offers a 
brief background and highlights the importance of skills development in South Africa. 
The Chapter concludes with an analysis of the current policy and legislative 
framework for skills development in South Africa. 
3.1 Definitions 
Development 
The term development is difficult to define. This is because the idea of development 
is perceived from different perspectives and can mean a lot of things to different 
people. It is imperative to focus on a description of development which is relevant to 
the study and which offers a better understanding of skills development in South 
Africa. 
Sen depicts the idea of development as freedom. He says "development requires the 
removal of major sources of unfreedoms; poverty as well as tyranny; poor economic 
opportunities as well as systematic deprivations; neglect of public facilities as well as 
intolerance over activity of repressive states." 
Sen's argument is that development cannot happen as long as there is a lack of 
freedom, high poverty, poor economic performance and oppression. Venter's idea is 
similar to Sen's who defines development as a "multidimensional process that 
improves the quality of life for all." According to Venter's view, there is no one way 
of improving the quality of life since there are a lot of 'unfreedoms' that hinder the 
process of human development. 
1 Sen, A. Development as Freedom. Anchor Books: New York. 1999: p. 3. 
2 Venter, A (eds). Government and Politics in the New South Africa: An Introductory Reader to 
its Institutions, Processes and Policies. J.L. van Schaik Academic: Pretoria. 1998: p. 174. 
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Liebenberg and Stewart define development as a "a process by which members of a 
society increase their resources to produce sustainable and justly distributed 
improvements in their quality of life consistent with their aspirations." 
Liebenberg and Stewart raise the issue that development should centre on the subject 
of sustainable livelihoods of disadvantaged communities. Coetzee provides a similar 
definition describing development as an action plan, strategy and programmes aimed 
at improving the situation of the poor or disadvantaged.4 According to the 
Redistribution Development Programme (RDP) of South Africa, development is not 
about service delivery of goods to passive citizens, but it is about the active 
involvement and growing empowerment of the previously disadvantaged poor 
communities.5 
Development in simple terms refers to the action of developing or the state of being 
developed. It is to advance in a certain field of work or the process of acquiring new 
ideas or advanced methods of doing things. Mezirow (cited in Cross) argues that 
development can be seen as "a new learning that transforms existing knowledge to 
bring about a new and improved perspective." His definition applies to individual 
development as well as community development. It must be noted that core values 
such as self-esteem (the ability to feel a sense of worth) aim at the development 
abilities of poor communities.7 
Skills Development 
A skill refers to the practical mastery or a special ability to perform certain tasks at 
hand. It is the capacity to do things. Skills development refers to the improvement of 
the quality of life by providing training and other capacity building mechanisms to 
Q 
people. 
3 Liebenberg, S and Stewart, P. Participatory Development Management and the RDP. Juta: Cape 
Town. 1997: p. 92. 
4 Coetzee, JK (eds). Development: Theory, Policy and Practice. Oxford University Press: Oxford. 
2001: p. 45. 
5 Ibid. p. 92. 




Skills development is a means of assisting the process of developing people in their 
workplace and outside the workplace, which in turn enables the individual or 
community to apply and contribute to a country's overall development process. 
A 1998 study on training in 15 OECD (Organisation for Economic Cooperation and 
Development) member states found that the majority of enterprises believe that staff 
training results in an increase in productivity; greater workforce flexibility; and a 
better motivated workforce, which in turns results in savings on material and capital 
costs as well as an improved quality of the final product. 
Skills development is also a term that has been used by a number of people to capture 
the need to improve the skills of people to meet an ever-changing global economy. 
This perspective of skills development emphasizes the development of competent 
performance by an individual for a specified social and economic purpose, which in 
turn will benefit society as a whole. 
3.2 The Importance of Skills Development in South Africa 
The Department of Labour has stressed the importance of skills in a number of policy 
documents such as The Skills Development Strategy for Economic Growth in South 
Africa (1997), The National Human Resource Development Strategy (1997), The 
National Skills Development Strategy (1997) as well as The Skills Development Act 
(Act 97 of 1998). 
The Green Paper on the Skills Development Strategy for Economic and Employment 
Growth (1997) emphasizes that the development of skills for competent performance 
by individuals should focus on dynamic, social and economic purposes.10 It states that 
skills development should result in skilled performance so that skilled craft workers 
are able to generate income and improve the economy and living conditions in South 
9 Department of Labour: Benefits of the Skills Strategy for Employers. Government Printers: 
Pretoria. 1997: p. 1. 
10 Department of Labour: Skills Development Strategy for Economic and Employment Growth in 
South Africa. Government Printers: Pretoria. 1997: p. 6. 
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Africa. Skills development is based on the process of deepening individuals' 
specialised capabilities in order to provide effective service delivery. 
The National Skills Development Strategy (1997) explains the importance of skills 
development by emphasizing that all South Africans need to be empowered with 
skills to adequately fulfil their roles in a democratic society.13 South Africans need to 
be developed in skills that will enable them to generate income so that they are able to 
cope with the demands of the global economy and the demand of everyday life in a 
society that is in rapid transition. 
Kraak in his book, An Overview of South African Human Resource Development, 
considers the shortages of skills in South Africa and has identified three critical 
institutional subsystems.14 The first subsystem is the "youth labour market" which he 
regards as the most important for any youth development. Institutions such as higher 
learning, pre-employment training and those institutions that give employment advice 
and career counselling are part of the youth labour market phase for human 
development. In this subsystem, he identifies problems of skills development by 
describing the systematic inefficiencies in school enrolment and the drop in school 
population due to increasing HIV/AIDS. This subsystem also focuses on the 
inefficiency in the higher education system and the decline of training of the 
unemployed youth.15 
The second subsystem looks at the "world of work". He maintains that this subsystem 
plays an important role in human resource development in South Africa. This 
involves the upgrading of skills within the workplace. Training in this aspect is 
viewed as a central tool geared to raising the productivity and skills level of already 
employed individuals within the workplace to meet the demands of an ever-changing 
economy. 
12 Department of Labour: Green Paper for Skills Development Strategy. Government Printers: 
Pretoria. 1997: p. 9. 
13 Department of Labour: National Skills Development Strategy. Government Printers: Pretoria. 
1997: p. 1. 
14 Kraak, A. An Overview of South African Human Resource Development. HSRC Press: Cape 
Town. 2005: p. 27. 
15 Ibid. pp. 18-20. 
16 Ibid. p. 35. 
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The third subsystem is "national science and innovation". This subsystem, according 
to Kraak, is aimed at moving up the production value chain of the economy. The 
concept of moving up the value chain refers to a nation's attempts to become "more 
globally competitive through the application of greater knowledge intensity in 
production and a shift to greater skills in service provision." It is in this subsystem, 
Kraak points out, that South Africa is currently experiencing severe constraints in 
moving up the value chain. These translate into poor performance against 
international benchmarks and a decline in the national science and innovation 
system. 
It is also important for one to note that skills shortages in South Africa are not limited 
to the private sector but it also includes the government sector such as public servants 
as well as political executives. The National Scarce Skills List provides information 
on the skills shortages of managers, professionals, technicians and trade and crafts 
workers in various generic occupations within government. Government is 
responsible for effective policy making and implementation. (See Appendix D) 
However, skills shortages in this area are prominent and must be tackled across all 
spheres of government if a professional public administration and effective service 
delivery is to take hold. The focus of this study is on skills development in the public 
sector, and would be regarded by Kraak as part of his "world of work" subsystem. 
3.3 The Background to Skills Development in South Africa 
South Africa is currently experiencing a general shortage of skills, perpetuated by the 
inequalities of the education system of the apartheid regime.19 According to The 
National Skills Development Strategy (1997), the majority of African people did not 
get the same standard of education or training and were mainly educated for low-
skilled and low paying jobs. Most of these workers were economically active in the 
informal sector. For example, selling fruit and vegetables, or employed as a domestic 
workers. Most labour and training programmes were not geared to unskilled labour 
and did not reach the informal sector, so these workers were stuck in low paying 
dead-end jobs. The South African labour market was rigidly shaped by racial factors 
17 Department of Labour: National Skills Development Strategy. Government Printers: Pretoria. 
1997: p. 51. 
18 Ibid. p. 52. 
19 Ibid. 
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that demarcated the more privileged primary market for white workers and ensured 
that Africans, Coloured and Indians were trapped in permanent secondary labour 
market employment. 
The shortage of skills development in South Africa, according to Badroodien, was due 
to the poor training legacy provided by the apartheid regime. During the 1980's and 
1990's, the National Training Board and the Human Science Research Council 
undertook three studies to investigate the nature of training in South Africa. In all 
three studies, the lack of employer training was heavily criticized. They highlighted 
that there was a lack of commitment to training among many employers and that 
employers had problems in identifying the actual training needs in their companies." 
According to Badroodien, pressures for reform began to build up towards the late 
1970's due to the needs of the new labour market requirements associated with 
modernisation.23 The implementation of this new labour market forced the apartheid 
government to look for new forms of cheap, semi-skilled labour. 
The reintroduction of South Africa into the world economy has increased the demand 
for better skilled workers and has led to a decline in the demand for unskilled 
labour.24 Kraak argues that this demand arose as a result of globalisation as well as a 
combination of the shifting patterns in the industrial employment structure and the 
changing occupational composition of employment within industries. 5 The 
occupational structure of employment today requires a skilled workforce that has the 
capacity to influence change, and has an understanding of the particular environment 
of the organisation. These changes demand certain management skills. The need for 
skills are not restricted to the private sector but are as pertinent in the public sector, 
especially since government remains largely inexperienced in governing and policy 
making. 
Department of Labour: An Introduction to the Skills Development Strategy. Government Printers: 
2001: p. 9. 
21 Badroodien, A. Enterprise Training. HSRC Press: Cape Town. 2003: p. 434. 
22 Ibid. p. 436. 
23 Ibid. p. 434. 
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25 Kraak, A. An Overview of South African Human Resource Development. HSRC Press: Cape 
Town. 2005: p. 460. 
31 
During the last decade of apartheid, the primary training law in South Africa was the 
Manpower Training Act of 1981.26 This Act established the National Training Board 
(NTB) which gave training advice to the then Minister of Manpower. This Act was 
aimed at government departments, businesses and white trade unions27. In 1991, the 
Congress of South African Trade Unions (COSATU) was invited to join the NTB in 
its design of a new training system policy.28 In 1993, the NTB and COSATU 
presented a draft training strategy.29 After the first democratic elections in 1994, the 
National Training Strategy Initiative was established based on this draft document 
which initiated new training and skills development legislations such as The South 
African Qualifications Authority Act (Act 58 of 1995) and The Skills Development 
Act (Act 97 of 1998). 
Badroodien argues that before 1994, the industrial training regime in South Africa 
was characterised by an extremely poor track record in the provision of education 
because of the racially exclusionary provision of primary, secondary and tertiary 
institutions, as well as the failure of firms to recognise the importance of training 
T A 
within an emerging and competent global environment. This weakness provided a 
great challenge to the newly elected democratic government after 1994, whose 
inclusion in the world economy depended on skilled and properly trained people. The 
challenge became how to provide work opportunities for those previously excluded 
given their lack of skills and expertise. 
Badroodien identifies a number of factors which brought to the fore the need for the 
new government to increase skills development and training.31 The first key factor, 
he cites, is the new education and training demands of the global economy and, 
secondly, the scarce skills arising from South African previous closed and highly 
protected economy. The third factor was the high rate of skilled labour emigration 
immediately after 1994 and fourthly, undoing the inequity and disadvantages fostered 
under apartheid as well as assisting the most vulnerable in the labour market such as 
26 Department of Labour: An Introduction to the Skills Development Strategy. Government Printers: 
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31 Ibid. 
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the unemployed. These factors, he argues, illuminate and substantiate the need for 
1 ~j 
skills development and skills development policies. 
Since 1994, the government has drafted policy documents that stress the importance 
of skills and the need for skills development as a response to the various factors noted 
above. Section 29 of the Bill of Rights in the Constitution of the Republic of South 
Africa (Act 108 of 1996) emphasizes that everyone has a right to basic education. 
The key and relevant policies enacted to date that are aimed at giving effect to this 
constitutional clause are The Skills Development Act (Act 97 of 1998), The Skills 
Development Levies Act (Act 9 of 1999), The National Skills Development Strategy 
and The South African Qualifications Authority Act (Act 58 of 1995). All these policy 
documents reiterate that everyone has a right to basic education such as Adult Basic 
Education and Training (ABET); and that everyone has the right to further education 
which the state, through reasonable measures, must make progressively available and 
accessible.3 In short, that everyone should have access to education, training and 
skills development. However, the key and overarching policy framework is The 
Skills Development Act (Act 97 of 1998). 
3.4.1 The Skills Development Act (Act 97 of 1998) (SDA) 
The drafting of the SDA by the Department of Labour was aimed at establishing an 
enabling environment for improving the working skills of all South Africans so as to 
achieve socio-economic growth which would provide all South Africans with a better 
quality of life. The SDA emphasizes the need to devise strategies to develop and 
improve the skills of all South Africans. Based on the SDA, the state recommends 
implementation strategies that will develop and improve workforce skills in South 
Africa. The SDA and the Skills Development Levies Act represent government's 
response to the crisis of skills shortages. These Acts aim to increase the level of 
investment in training. 
ibid. 
Ibid. 
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To secure a better trained workforce Chapter One of the SDA identifies four key 
strategies for skills development: 
i. Introduce new institutional frameworks to determine and implement national, 
sector and workplace skills development strategies. 
ii. Provide more training and development programmes that give workers a 
nationally recognised qualification envisaged by the National Qualifications 
Framework. 
iii. Provide people who are starting their first jobs and those already in the 
workplace and those who find it difficult to find jobs through the 
establishment of learnerships. 
iv. Provide the establishment of the National Skills Authority (NSA) and Sector 
Educations and Training authority (SETAs) aiming to provide and improve the 
standard of training and quality training and education. 
The SDA acknowledges that the need for learning applies just as much to existing 
jobs as it does to new jobs. Both are regarded as crucial to the country's economic 
growth as well as its social development. The SDA creates new structures for training, 
and new forms of learning programmes. It also proposes new ways of assisting people 
to get skills and jobs and it mentions the creation of new funding incentives to 
encourage more training.37 
The SDA introduces the concept of learnerships to build and improve on 
apprenticeships and draws certain conditions of how the learner be developed. A 
learnership is a programme that is aimed at employing and training learners who have 
completed their matric but are unable to progress to a tertiary institution. The SDA 
maintains that learnership programmes must apply to all parts of the economy. 
Learnerships, as stipulated by the SDA, would be based on an agreement between the 
learner, employer and the appropriate training provider. Learnerships must enable a 
learner to complete a qualification in the field trained on. It is also interesting to note 
that many private companies are involved in implementing learnership programmes in 
Ibid. 
The Skills Development Act. (Act 97 of 1998). Section 16 (c). 
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their companies. This is probably in line with movements towards complying with the 
Black Economic Empowerment and Employment Equity requirements. The 
advantage of learnerships is that it provides more than technical skills. Learnerships 
teach people both general and specific skills necessary for that particular job. The 
KwaZulu-Natal Department of Education expressed its intention of implementing 
Level 4 national Certificate in ABET practice learnerships through registering 85 
learners aged less than 35 years. The Department has added more learners in the fields 
of science and technology, financial management, as well as in technical subjects. 
The SDA establishes the National Qualifications Framework. According to the 
National Qualification Framework, learnerships must be geared towards a 
qualification accredited and registered by the South African Qualifications Act 
(SAQA).40 In other words, the framework stipulates that learnership qualification 
must be in accordance with SAQA. The SDA insists on skills development 
programmes that meet SAQA standards and criteria which are seen as building blocks 
towards a full qualification.41 
To assist in the implementation of the SDA, the Labour Market Skills Development 
Programme (LMSDP) was drafted and implemented in 1999. This programme is 
structured into a number of projects that must work towards the implementation of the 
SDA.42 
The SDA establishes Sector Education and Training Authorities (SETAs) as the 
authorities responsible for linking demand with training. Twenty-five SETAs were 
established in March 2000 to oversee sectoral coordination. These SETAs are 
structured in line with what government departments do. For example, the Financial 
and Accounting Services Authority (FASSET) (in conjunction with the Department of 
Finance); Mining and Qualifications Authority (MQA) (in conjunction with the 
Department of Minerals and Energy); Public Services Education and Training 
Department of Labour: An Introduction to the Skills Development Strategy. Government Printers: 
Pretoria. 2001: p. 25. 
41 Department of Labour: An Introduction to the Skills Development Strategy. Government Printers: 
Pretoria. 2001: p. 26. 
42 Ibid. p. 45. 
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Authority (PSETA) (in conjunction with the Department of Public Service and 
Administration) and so on. 
Governed by the SDA and the Skills Development Levies Act, SETAs were 
established to ensure that the skills needed in all the different sectors of the economy 
are identified so that appropriate training programmes can be designed to ensure that 
these skills will be developed. Government departments are required to identify needs 
and skills shortages.4 Based on these needs, learnerships must be designed that will 
lead towards a SAQA accredited qualification. 
The SDA requires that each SETA must have representatives of labour, business, 
government departments and professionals. This means that employees, employers 
and government departments within a particular sector must come together and 
register with the appropriate SETAs so that training programmes are aligned with 
each sector's needs. According to Badroodien, SETAs replace the Industry Training 
Boards (ITB) as the bodies responsible for guiding and administering the country's 
new system of structured learning and the acquisition of practical work experience.44 
According to the SDA, SETAs are expected to: 
• develop and promote the implementation of a skills plan in each sector; 
• promote and register learnerships; 
• disburse skills development grants in the sector; 
• assist and encourage employers to prepare workplace skills plans; and 
• pay a mandatory grant to employers who prepare and implement such a 
plan.45 
The SDA stipulates that there must be Sector Skills Plans, and Workplace Skills 
Plans. Sector Skills Plans refer to a skills development plan for a sector as a whole, 
for example, mining or manufacturing. The Sector Skills Plans are there to ensure that 
SETAs know their sector and have an understanding of the skills needed to support 




growth.46 A Sector Skills Plan must reflect the whole sector from the biggest to the 
smallest business. It should include a description of each entity, its skills shortages as 
well as current education and training programmes taking place within the sector. 
On the other hand, the Workplace Skills Plan covers one workplace environment as 
opposed to the whole sector. The SDA states that workers and employers should 
together draw up the Workplace Skills Plan. Like the Sector Skills Plan, the 
Workplace Skills Plan must describe the skills needed; identify who needs it; how 
skills will be acquired and how much it will cost. Workplace Skills Plans must be 
more detailed than the Sector Skills Plans because it is specific to a particular 
workplace environment. 
Small and medium work environments (which employ five to fifty workers) can apply 
for funding from their respective SETAs in order to draft Workplace Skills Plans.5 
Small businesses may, instead of Workplace Skills Plans, submit a Project Skills 
Plans. These plans must identify where the demand or growth opportunities of the 
business lie and identify the skills needed to put these into effect.51 
The SDA also indicates that if a government department does not have a clear link 
with a SETA, it is automatically part of PSETA.52 PSETA, according to the SDA, is 
responsible for quality assurance qualification that is common to all government 
departments.53 It is tasked with making sure that these qualifications are included in 
the Workplace Skills Plans of all government departments. The PSETA includes 
departments such as The Presidents Office, Home Affairs, Labour, and Public Service 
and Administration. 
46 Department of Labour: An Introduction to the Skills Development Strategy. Government Printers: 
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The SDA, as can be seen from all the above, is very detailed and demands a number 
of tasks and responsibilities. Overseeing and coordinating that the various 
requirements and plans are implemented is an ambitious task of the Department of 
Labour. The Skills Development Planning Unit in the Department of Labour is 
responsible for making sure that the SDA is implemented in each and every province. 
It gets advice from the Provincial Skills Development Forums which bring together 
provincial government departments, trade unions and organised community groups 
from the respective provinces.54 The Unit's responsibility is to identify opportunities 
and develop skills for self-employment. They refer and place learners in learnership 
programmes and have to ensure that service providers are able to offer appropriate 
skills to work seekers. 
Funding for the implementation of the SDA is primarily through a system of levies. 
The Skills Development Levies Act describes how money will be collected through 
levies paid by business owners.56 According to McCord, The Skills Development 
Levies Act enforces a tax on company payrolls to fund SETAs.57 Levies collected are 
divided among SETAs and the National Qualification Framework (NQF), with 
SETA's receiving approximately 80% of total funds. 
3.4.2 The National Skills Development Strategy (NSDS) 
The National Skills Development Strategy (1997) was the first step taken by the 
Department of Labour towards the implementation of the SDA. It is aimed at 
"improving the skills in the country so that people and the economy as a whole 
produce more and better goods, and to make South Africa a more equal place for 
everyone."58 It spells out the more detailed requirements of Sector Skills Plans and 
Workplace Skills Plans. For example, that plans must be submitted yearly and that 
they must identify a number of targets which have to be reached between 2005-2010. 
It required that by March 2005, 70 percent of workers must have at least a Level 1 
qualification on the National Qualifications Framework. The NSDS stipulates that 
provinces, sectors and the workplace must use the NSDS as the framework for 
Ibid. p. 33. 
Ibid. 
Ibid. p. 36. 
McCord, A. Overview of the South African Economy. HSRC Press: Cape Town. 2003: p. 50. 
Badroodien, A. Enterprise Training. HSRC Press: Cape Town. 2003: p. 438. 
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designing and changing their training programmes to make sure that the process is an 
ongoing process and where 'everyone learns from it'.59 
The NSDS identifies five objectives: 
• to develop a culture of life-long learning; 
• to promote skills development for employability and sustainable livelihoods 
through social development initiatives; 
• to foster skills development in the formal economy for productivity and 
growth; 
• to stimulate and support skills development in small businesses; and 
• to assist new entrants into employment. 
According to the Department of Labour, the benefits of implementing the National 
Skills Development Strategy is that it will increase revenue and decrease expenses. 
The assumption is that turnover is increased when workers are able to interact with 
clients effectively and are competent to use new technology. According to the NSDS, 
"these workers are workers who can exploit new ways of doing things and are able to 
adapt to change." ' In return, skilled workers can decrease expenses in a number of 
ways. Skilled people can solve problems independently and can address a client's 
complaints in a way that builds relationships. 
Vass maintains that current data on the progress made towards achieving improved 
training levels, the redress of skills shortages and the achievement of greater equity 
through the National Skills Development Strategy and SETAs are uneven. Progress 
in reaching the targets as set in the National Skills Development Strategy is 
categorised into two: reasonable progress and poor progress. 
59 Department of Labour: An Introduction of the Skills Development Strategy. Government Printers: 
Pretoria. 2001: p. 42. 
60 Ibid. 
61 Ibid. 
62 Ibid. p. 2. 
63 Vass, J. The Impact of HIV/AIDS. HSRC Press: Cape Town. 2003: p. 202. 
64 Badroodien, A. Enterprise Training. HSRC Press: Cape Town. 2003: p. 444. 
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According to Badroodien the following amount of progress was made by 2003: 
REASONABLE PROGRESS 
• 107 percent turnaround in structured institutional training at the 
intermediate level, as achieved through the learnerships system which 
indeed is encouraging. 
• The Growth & Development Summit held in 2003 saw government, 
employers and labour commit to increasing these numbers to 72 000 
learners registered in 2004.66 
POOR PROGRESS 
• Only 19 percent of the total workforce have yet to achieve NQF Level 1 
and are only currently being trained towards this goal, which falls far short 
of the 70 percent target set in the NSDS.67 
• The impact of NSDS on small firm behaviour has been equally negligible, 
with only 7 percent of small firms participating in the levy-grant system. 
• With regards to the informal sector registered with SETAs, only about 11 
percent of informal enterprises are registered with a SETA. This means 
that very few of these enterprises can access skills training funding and 
support for training programmes through SETA.69 
Vass points out that the Department of Labour reported that the South African 
Revenue Service (SARS) continues to face difficulties in getting companies to pay a 1 
percent skills development levy. Vass argues that by December 2001 only 21 
percent of large companies that did pay their levy had claimed back grants for training 
implementation. He further maintains that the organisational failure to claim back 
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According to Badroodien, the Department of Labour reported that there is a poor 
7? 
participation rate in SETAs. This, he argues, requires serious intervention of 
government in the future.73 Seven SETAs have reported that 70 percent of their 
registered employers were paying levies, whereas three SETAs reported that their 
average levy-paying participation rates were below 60 percent of which the lowest is 
PSETA at 43.4 percent. This is significant for skills development in the public sector 
since PSETA is the training authority for skills development in government. 
Badroodien acknowledges that much progress has been made in kick-starting a new 
and complex training regime and that reasonable progress has been made in actual 
training in certain areas.74 However, there is much work to be done in closing the 
huge training gap and meeting the targets as set by government in the NSDS. The 
implementation momentum that has been generated to date, argues the Department of 
Labour, is insufficient to achieve the skills development, employment creation and 
economic growth goals of the NSDS.75 If the NSDS is to make a difference, 
Badroodien argues that it will require greater state intervention to turn around the 
structural inequalities in the labour market and reduce the low-skill impediments in 
the new skills regime.76 He adds that it will also require greater commitment from 
employers to viewing training as an asset which will in turn contribute to increased 
77 
productivity and growth. 
Conclusion 
Even though the need for skills development has been recognised by the state through 
skills development policies and skills development strategies, skills shortages remain 
crucial, which stifles the effectiveness of the state. The failure in meeting the NSDS 
requirements indicates a poor implementation strategy of skills development in South 
Africa. 
The seven SETAs include the Whole Sale and Retail, Manufacturing, Secondary Agriculture and 
Chemical Industry. The other three which have reported that their average levy-paying participation 
rates lower than 60% includes the PSETA. Ibid. p. 450. 
73 Badroodien, A. Enterprise Training. HSRC Press: Cape Town. 2003: p. 444. 
74 Ibid. p. 445. 
75 Ibid. p. 446. 
76 Ibid. p. 452. 
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This critique also applies to the poor aggregate levels of structured training currently 
being offered to South African employees. This suggests that the implementation of 
skills development in South Africa is lacking. However, there is a steady increase in 
the implementation of learnership programmes within the public sector in South 
Africa. These learnership programmes provide skills development opportunities for 
learners who are unable to pursue tertiary education. Learnerships are valuable 
because they provide technical skills as well as generic skills. The number of 
learnerships programmes has increased in various provincial departments such as the 
Department of Education which has added more learners in their science and 
technology, financial management field as well as in technical subjects. The 
Department of Safety and Community Liaison has recruited eight more interns and 
learnerships as of January 2005 on a contract basis. 
SETAs have to play a more critical role in skills development since they are expected 
to coordinate and promote the implementation of Skills Development Plans in each 
sector. SETAs have been reported to have a poor participating rate, which requires 
serious attention by government. 
This chapter presented the national policy framework for skills development in South 
Africa. However, it has not yet been determined whether enough has been done, and 
whether skills development strategies are effective. The next chapter is a case study of 
the implementation of the SDA by the Office of the Premier in KwaZulu-Natal. 
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CHAPTER FOUR: Case Study 
This chapter is a case study on skills development in KwaZulu-Natal by the Office of the 
Premier. It will first discuss and analyse the Office of the Premier's Human Resource 
Development Strategies for KwaZulu-Natal and secondly analyse the findings of primary 
data obtained through interviews with staff of the Office of the Premier. It will focus on 
the implementation of the Skills Development Act (No. 97 of 1998) by the Office of the 
Premier, and critique the existing programmes and strategies in place. It will also identify 
the current problems faced by the Office of the Premier in implementing the Skills 
Development Act (No. 97 of 1998). 
4.1. Background of Skills Development and Literacy in KwaZulu-Natal 
KwaZulu-Natal is located on the Indian Ocean seaboard and is one of the South Africa's 
nine provinces. It forms part of the east coast of South Africa, stretching from Port 
Edward in the south to Swaziland and Mozambique in the north.1 KwaZulu-Natal is 
largely rural with 54% of the total population living in rural areas compared to 11% in the 
Western Cape and 4% in Gauteng. The province is the third smallest in South Africa and 
home to 21% of the country's population, occupying 92,100 square kilometres, 
equivalent to almost 8% of the total land area of the country. 
Africans make up to 85% of its total population while Indians occupy 8,5% of the 
population. In 2002, 65% of the total population in the province lived in rural areas.3 The 
rural areas are characterised by high levels of poverty and illiterate people. In 1996, the 
illiteracy rate in KwaZulu-Natal was as high as 40.7%.Although it dropped to 30.8% in 
2003, it is still higher than the national illiteracy rate of 28.1 %.4 The above presents a 
province with a weak educational profile. 





4.1.1 Educational Profile of KwaZulu-Natal 
The Human Resource Development Profile of KwaZulu-Natal indicates that a fifth of 
those aged 20 or more in KZN have no schooling, 17% have some primary schooling and 
6% have completed primary schooling.5 About 29% have some secondary education, 
while only about 20% have a Senior Certificate, and fewer than 1% have a higher 
education.6 Table 4.1 provides totals and more exact percentages: 










1 100 291 
849 144 
287 070 
1 447 674 
995 616 
348 744 









Source: Stats SA (2003b). 
a) Early Childhood Development 
The profile of Early Childhood Development (ECD) in KwaZulu-Natal lays the 
foundation for human resource development. The ECD programmes in KZN accounted 
for 5 684 (or 24%) of the 23 482 sites of ECD provision in the country and enrolled the 
second highest number (213 950 or 21%) of the country's ECD learners in 2000. Its 
provincial share of learners in the 0 to 9-year old age category was 22.9% - compared to 
16%o for the Western Cape and 15.7%) for Gauteng (the second most populous province 
after KZN). 7 The HRD Profile mentions two factors that distinguish ECD provision in 
KZN from that in Gauteng. The first, he argues, is the province's strongly rural profile 
(62% of ECD sites in KZN in 2001 were located in rural areas). The second is that 
family trends in South Africa since 1996 - and particularly in a strongly rural province 
like KZN - together with the impact of HIV/AIDS on the family structure, are likely to 
5 HSRC. A Human Resource Development Profile of KwaZulu-Natal: A Report Prepared for the 
Integrated Provincial Support Programme. HSRC Publications. 2005: p. 13. 
6 Ibid. p. 49. 
7 Ibid. p. 53. 
8 Ibid. p. 54. 
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have severe implications for ECD in the future. Table 4.2 below indicates the ECD 
provision in South Africa by province: 



















































































































Source: DoE (200Id). 
b) Adult Basic Education and Training (ABET). 
Adult Basic Education and Training (ABET) refers to all learning programmes for adults 
from Level 1 to Level 4, where Level 4 is equivalent to Grade 9 in public schools or 
Level 1 on the NQF.10 Level 1 is equivalent to Grade 1. ABET is equated with nine years 
of schooling. It includes the fundamental learning areas of language and numeracy, as 
well as a growing number of additional learning areas, including entrepreneurship, 
human and social sciences, and the natural sciences. ABET is aimed at developing the 
skills of adult based education in South Africa In 1999, KZN had almost 9% of national 
ABET educators (1 445), compared to almost 19% in Gauteng and 7% in the Western 
Cape." The respective proportions for 2001 were 10% (KZN), 15% (Gauteng), and 7% 
(WC).12 There was a 2% decline in the number of educators nationally between 1999 and 
2001, in both Gauteng and Western Cape but not in KZN - where there was a 6.9% 
increase.13 The most recent ABET data available from government sources relate mostly 
to 2001. Moreover, there has been little attempt to gather and collate information on 
crucial aspects of ABET provision such as examination results and throughput rates 
HSRC. A Human Resource Development Profile of KwaZulu-Natal: A Report Prepared for the 
Integrated Provincial Support Programme. HSRC Publications. 2005: p. 54 





because the national adult illiteracy rate declined from 18.8% in 1990 to 13.1% in 2003.M 
All provinces experienced a fall in the adult illiteracy rate during this period.15 Amongst 
all the provinces, KZN showed one of the most impressive improvements, with the 
illiteracy rate falling from 17% in 1990 to 9.5% in 2003. The provinces with the highest 
levels of adult illiteracy in 2003 were Limpopo (21.3%); Eastern Cape (22.4%); and 
North West (26%).' A proxy for adult illiteracy used here is "no schooling", while 
functional illiteracy refers to those adults with six or fewer years of schooling. 
c) Primary and Secondary schooling 
The profile of skills development in the province is not complete without data of primary 
and secondary enrolment which determines the number of entry into Higher Education. 
Learner enrolment in the primary and secondary schooling in the province is categorised 
in phases ranging from 1993, 1997, 2000 and 2003 respectively. Table 4.3 indicates that 
there was a growth of 21% with an average of 5% growth rate for primary schooling in 
1997 as compared to 1993.17 
TABLE 4.3: NUMBER OF LEARNERS AND GROWTH RATES IN ORDINARY PUBLIC SCHOOLS 
IN KZN, 1993, 1997, 2000 AND 2003 
„ , , , „ , Total % growth over Average annual 

















1 610 758 
613 949 
2 224 707 
1 945 390 
886 109 
2 831 499 
1 649 886 
895 617 
2 545 503 
1 720 278 
946 813 
2 667 091 


















Sources: 1993 data from Verwey and Munzhedzi (1994); 1997 data from DoE's Annual School Survey 
database; 2000 data from DoE (2002a); 2003 data from EMIS KZN. 
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Table 4.4 shows that the province experienced a decline in learner numbers enrolment in 
each primary grade. The HRD Profile conducted by the HSRC indicates that the total 
primary enrolment declined byl 1.6% between 1997 and 2003.18 On the other hand, there 
was a growth in secondary enrolment for Grades 10 and 11 with 6.9% over the same 
period. However, the province experienced a decline for Grade 12 enrolments by 8%.19 
TABLE 4.4: NUMBER OF LEARNERS AND GROWTH RATES IN ORDINARY PUBLIC 




















1 610 758 
613 949 
2 224 707 
1 945 390 
886 109 
2 831 499 
1 649 886 
895 617 
2 545 503 
1 720 278 
946 813 
2 667 091 
Total % growth over 
previous period 




















Sources: 1993 data from Verwey and Munzhedzi (1994); 1997 data from DoE's Annual School Survey 
database; 2000 data from DoE (2002a); 2003 data from EMIS KZN. 
d) Higher Education Profile 
The HRD Profile also outlines the skills profile of Higher Education in KwaZulu-Natal. 
The participation rate in KwaZulu-Natal Higher Education institutions for 20 to 24 year 
olds in the system in 2001 was 7%.20 This rate was far lower than the national figure for 
enrolments of 15.6%. The HRD profile also indicates that the total enrolments was at its 
highest in 2003 with 81 352 students enrolled.21 
HSRC. A Human Resource Development Profile of KwaZulu-Natal: A Report Prepared for the 
Integrated Provincial Support Programme. HSRC Publications. 2005: p. 63 
19 Ibid. 
20 Ibid. p. 81 
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Enrolments at Technikons grew at a faster rate than universities over the ten-year period 
between 1993 and 2003.22 Enrolments at Technikons stood at 65.5% while university 
enrolments were 47.8%.The sudden decline of university enrolment was partly caused by 
the announcement of the Higher Education restructuring by the Minister of Education, 
Kader Asmal.23 The HRD Profile maintains that the merger of the University of Durban-
Westville with University of Natal experience greater student growth.24 It is reported that 
UKZN had a student enrolment of 40 628 across all five campuses at the end of March 
2004.25 
A province's growth and development depends on human capital and institutional 
capacity. 26 Education and training at all levels of society constitutes the fundamental 
platform from which strategies and programmes must be derived, managed and 
implemented. This means that skills development must be implemented effectively at all 
levels of society: from early childhood to primary and secondary education, adult 
learning and higher education. Poverty and slow economic growth persist when levels of 
education and training achievements remain low. 
22 HSRC. A Human Resource Development Profile of KwaZulu-Natal: A Report Prepared for the 




26 The KwaZulu-Natal Profile Analysis, p. 8. 
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4.2. The Office of the Premier, KwaZulu-Natal 
The Office of the Premier is one of KwaZulu-Natal's provincial government departments. 
The KwaZulu-Natal Provincial Government consists of eleven provincial departments: 
• The Department of Health, 
• The Department of Housing 
• The Department of Education, 
• The Department of Social Welfare and Population Development, 
• The Economic and Development, 
• Department of Provincial Treasury 
• The Traditional and Local Government Affairs, 
• The Department of Sports, Culture and Tourism 
• The Department of Transport, Safety and Security and 
• The Department of Agriculture and Environmental Affairs 
• The Office of the Premier.27 
The Office of the Premier's Strategic Plan (2004-2007), regards the Office of the Premier 
as the centre of government in the Province of KwaZulu-Natal. Its vision is "to be the 
professionally vibrant centre of government in KwaZulu-Natal". The Department's 
function is to coordinate and support provincial departments and government institutions 
in rendering service delivery.29 
The Office of the Premier is structured into different units namely: 
• Branches, 
• Chief Directorates, 
• Directorates and 
• Sub-Directorates. 
The implementation of the SDA is delegated to the Human Resource Development 
Directorate. The following organogram indicates the structural units that make up the 
Office of the Premier: 




















































































































































































































































































































4.3. The Human Resource Development Directorate 
The Human Resource Development Directorate (hereafter referred to as HRD 
Directorate) falls under the Chief Directorate for Human Resource Management under 
the Public Service Transformation Branch. It is divided into three sub-directorates 
namely 
i) Neutral Skills Development, 
ii) Management Development, and 
iii) Adult Basic Education and Training (ABET). 
The HRD Directorate's functions and responsibilities are aligned to the Office of the 
Premier's strategic goals and objectives. The main objective of the HRD Directorate is to 
facilitate and coordinate the implementation of the SDA by ensuring that there is a proper 
policy mechanism in place for the implementation of the SDA.30 In terms of the SDA and 
other skills development policies, it must ensure that all provincial government 
departments have, what are called learning or training committees. It also must ensure 
that provincial government departments complete Workplace Skills Plan (WSP) quarterly 
O 1 
and annual reports that detail training programmes. 
The HRD Directorate's is responsible for the provision of professional training and 
educational development services.32 It must support managers in skills development of 
their staff. It must provide a wide range of outcomes-based skills training and 
development programmes that are aimed at equipping officials to render an improved 
service delivery.33 Relevant to this study is the HRD Directorate's responsibility to 
monitor the implementation of the Skills Development Act and other related skills 
development policies of the province. The HRD Directorate assists provincial 
government departments in an advisory capacity with regard to the planning, 
development and the provision of line function training. The HRD Directorate must 
ensure that proper reporting takes place by the respective SETAs and must monitor and 




evaluate the training that takes place. It must also build capacity of HRD units in 
provincial government departments.34 
Kraak maintains that the development of human resources depends on the co-operation 
between different spheres of government departments, the state and employer 
associations.35 He further maintains that the environments in which these processes take 
place are made up of interdependent institutions that must work with each other to 
achieve these collective outcomes and effects.36 The White Paper on Local Government 
(1998) argues that provincial government departments can gain a lot by working 
together.37 Collaboration enables them to exchange learning experiences; to undertake 
joint investment projects; and to provide services to each other. The White Paper on 
Local Government (1998) maintains that working together can in turn promote national 
development. It will maximise the use of scarce resources and improve the standard of 
public service delivery thereby promoting good government.38 The HRD Directorate is 
registered under the Public Sector Education and Training Authority (PSETA).By its very 
nature, the HRD Directorate must work closely with PSETA's other members namely: 
the national Department of Public Service and Administration (DPSA) and the national 
Department of Labour, (which is ultimately responsible for skills development at national 
and provincial levels of government). 
The HRD Directorate is guided by the Human Resource Development Strategy for the 
KwaZulu-Natal Provincial Administration (hereafter referred to as HRDS), which is 
based and informed by the needs and priorities of the province as identified in the 
Provincial Growth Development Strategy (PGDS) of KwaZulu-Natal. 
35 Kraak, A. An Overview of South African Human Resource Development. HSRC Press: Cape Town 
2005: p. 4. 
"ibid. p. 5. 
37 White Paper on Local Government. 1998: p. 10. 
38 Ibid. p. 11. 
39 Safla, FMA. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
52 
4. 4. The Human Resource Development Strategy for KwaZulu-Natal 
The KwaZulu-Natal Human Resource Development Strategy of KwaZulu-Natal 
(hereafter referred to as the HRD Strategy) is in line with the National Skills 
Development Strategy and is meant to be the province's strategy for implementing SDA. 
The key objective of the HRD Strategy is to "meet the competence needs of the 
provincial government departments, who are in turn responsible for delivering the 
strategic priorities of the province as identified by the KwaZulu-Natal Provincial Growth 
and Development Strategy (PGDS)".40 The PGDS reflects the development priorities of 
the province. The PGDS is instrumental in identifying the core departmental strategic 
competences, which the respective provincial government departments' HRD units will 
have to achieve. These needs include training programmes; Skills Development Plans; 
Workplace Skills Plans; the development of institutions; and capacity building within the 
Public Service.41 
The HRD Strategy is driven by the needs of the province and focuses on priority areas 
where capacity constraints hinder service delivery. 
The HRD strategy commits itself to: 
• build commitment to human resource development; 
• transform the provincial administration into a learning organisation; 
• develop a culture of life-long learning; and 
• foster skills development.42 




In an attempt to give effect to the HRD Strategy's broad objectives, four strategic map 
levels are identified. These are: 
1. Impact; 
2. Customer; 
3. Internal business process; and 
4. Learning, Growth, Readiness and Alignment. 
It is argued that these strategic maps provide a uniform framework or template which 
organisations can use to design their organisational strategy so that objectives can be 
established and managed. According to Trostle and Sommerfeld, the strategic maps help 
to identify the priorities and actions that are needed for skills development.4j Table 4.5 
illustrates the four strategic map levels and their corresponding strategic actions. The map 
levels consist of strategic objectives, strategic actions and outputs. 
Simon, JL, Sommerfeld, JU & Trostle, JA. Strengthening Human Resource Capacity in Developing Countries; 
Who are the Actors? What are their actions? Harvard University Press: Harvard. 1997: p. 64. 









Strategic Outputs: It looks at provincial administration competence: individual competence and strategic 
competence. 
Strategic Actions: 
1) Build commitment to promote and implement human resource development in the Provincial 
Administration. This includes the implementation of the HRD strategy in performance agreements 
of Managers. It also facilitate the effective personal development planning in the Province44 
2) Transform the Provincial Administration into a learning organisation. This includes the 
development of strategies for communicating HRD strategies.45 
Strategic objective: Its strategic objective is to satisfy the customer by meeting the needs of customers. 
Strategic Outputs: 
1) Value for money 
2) Focused quality assured services 
3) Service accessibility and 
4) Expertise and professionalism 
Strategic Actions: The strategic action includes the designing of customer survey in order to obtain the views 
and needs of the customer. 
Strategic Objective: To provide process excellence in critical processes 
Strategic Outputs: 
1) Cost efficiency 
2) Enhanced supplier relations 
3) Continuous process improvements 
Strategic Actions: 
1) Restructured institutional framework This includes preparing action plan for organising HRD to 
facilitate and improve service delivery to the customer. It also includes preparing action plan for 
the allocation of training and education responsibilities to facilitate and improve delivery to the 
customer. It also prepare schedule of broad categories of human development needed to achieve 
the mission of HRD. 
2) Facilitate the implementation of Workplace Skills Planning in the Provincial departments This 
includes the appointment of SDF in all Provincial Departments. 
Strategic objective: HRD alignment and readiness. This means that HRD units have to align themselves with 
skills development legislation and prepare readiness reports. 
Strategic Outputs: 
1) It looks at strategic job competence 
2) Strategic awareness 
3) Appropriate culture, climate and leadership. 
Strategic Actions: 
1) Prepare strategic human readiness report. This includes preparing workplace skills plan, and 
preparing other training needs development programmes. 
2) Prepare tangible asset report. This includes identifying assess tangible resource needs from process 
level themes such as manpower and technology 
3) Align HRD employee's performance management agreements with strategy 
Simon, JL, Sommerfeld, JU & Trostle, JA. Strengthening Human Resource Capacity in Developing Countries: 
Who are the Actors? What are their actions? Harvard University Press: Harvard. 1997: p. 64 
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4.5. The Implementation of the Human Resource Development Strategy of 
KwaZulu-Natal. 
According to the HRD Directorate, the SDA provides a clear framework for 
implementing skills development within provincial government departments. The 
Manager of the HRD Directorate argued that, 
"The Skills Development Act creates a framework and mechanism that directs 
how skills development should actually take place, what needs to be changed and 
why should it be changed, and how we should budget for training and how we 
should report for training".46 
According to the Senior Training Officer of the HRD Directorate, the SDA provides 
some guidelines on how to develop skills within the public sector.47 It provides capacity 
building programmes of public servants by making sure that every employee is trained 
according to the guidelines and programmes provided by the SDA. The programmes 
include learnership and skills development programmes because of their legal obligation 
to provide learnerships and internships. For example, school leavers and learners are 
empowered through learnership programmes and employees are entitled to training where 
j o 
they lack the required expertise. 
Grindle maintains that it is important to assess the constraints that exists in order to 
understand where and how to attack the problem.49 This indicates that before the design 
of a specific intervention, it is imperative to assess the environment. According to the 
HRD Directorate of the Office of the Premier, research is done to assess skills shortages 
within the provincial government departments.5 The HRD Directorate has developed a 
"Scarce Skills List" provided in the Workplace Skills Plan (WSP). There is a section on 
the type of skill required in the WSP which each provincial government department must 
complete. The section includes identifying what the scarce skills are. 
46 Safla, FMA. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
47 Khumalo, J. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
48
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Grindle, MS. Getting Good Government: Capacity Building in the Public Sectors of Developing Countries 
Harvard University Press: Harvard. 1997: p. 10. 
50 Safla, FMA. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
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Scarce skills refer to an absolute or relative demand for skilled people to fill a particular 
role or occupation.51 Absolute demand means that suitably skilled people are not 
available, while relative demand means that there are suitably skilled people available for 
the job, but do not meet other employment criteria such as the geographical location of 
skills. For example, people who are able but not willing to work in rural areas. 
However, skills shortages are very difficult to ascertain or measure. The number of 
vacancies in a particular occupation can be a good indication of skills shortages, but 
reliable data on vacancies are difficult to obtain. Unfilled vacancies does not mean skills 
shortages in a sense that they may be a result of challenging working conditions or 
unsatisfactory remuneration.52 
At the managerial level, shortages seem to exist in the areas of finance, information 
technology (IT) and operations (retail and production). A mixture of industry-specific 
knowledge and the ability to manage people is required.53 In addition, there is a need for 
strategic thinking skills that will enable managers to deal with issues of transformation. 
Section One of the HRD Profile of KwaZulu-Natal identified a shortage of skills amongst 
black professionals in the managerial, professional and technical occupational groups. 
Black professionals are in high demand. Shortages of black professionals are mostly 
related to the occupations for which Grade 12 Science and/or Mathematics are minimum 
requirements to obtain a university qualification - such as chemical, electrical and 
industrial engineers; IT specialists; quantity surveyors; statisticians; economists; and 
accountants. Black sales and purchasing professionals as well as nursing professionals are 
also in short supply.54 
To reiterate, each government department has to identify its scarce skills in their WSP 
and prioritise those skills and identify which of those are critical or scarce. Critical skills 
are defined as "the demand for an element practical or reflexive competence that allows 
51 www.capegateway.gov.za/eng/pubs/guides 
52 Khumalo, J. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
53 HSRC. A Human Resource Development Profile of KwaZulu-Natal: A Report Prepared for the 
Integrated Provincial Support Programme. HSRC Publications. 2005: p. 25 
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for specialisation within roles or occupation". Critical skills include specific "top-up 
skills". These top-up skills or critical skills are required for performance within the 
department occupation to fill the "skills gap" that has come about due to changes in the 
work organisations.56 Critical skills also comprise generic skills which include cognitive 
skills such as problem solving. 
The HRD Profile analysis states that the supply of adequate numbers of high quality 
human resources to the public sector depends to a "large extent on the nature and quality 
of the education and training programmes that are offered by Higher Education 
institutions, FET and SETAs."57 Skills development in KwaZulu-Natal's government 
departments primarily takes place through training programmes, which include courses 
accredited by SAQA and NQF as well as the respective SETAs. In an attempt to try and 
solve the problem of scarce skills and critical skills, the HRD Directorate has developed 
some training programmes as a way of implementing skills development. 
The HRD Strategy for KwaZulu-Natal calls for all training and education to be linked to 
CO 
the broader process of policy formulation, strategic planning and transformation. 
Appendix A lists numerous training programmes that are needed for skills development 
as identified by the WSP. However, it is just a list of titles. It does not specify what the 
programme entails and what the type of skills it aims to offer. In addition, skills are not 
prioritised. In other words, no distinction is made between which skills are scarce and 
which skills are critical in the HRD Strategy. 
Schlemmer has criticised the training programmes that the public service offer.59 He 
maintains that much of the training is passive in a sense that it does not enhance one's 
capacity to deliver and that people do not get back to the work environment and apply the 
55 www.intstudy.com/articles/nusinter.htm 
56 Ibid. 
57 HSRC. A Human Resource Development Profile of KwaZulu-Natal: A Report Prepared for the 
Integrated Provincial Support Programme. HSRC Publications. 2005: p. 
58 Human Resource Development Strategy for KwaZulu-Natal Provincial Administration. P, 12. 
59 Schlemmer, L. "Small Business in Big Schemes" in Service Delivery Review. Volume 5, Number 2, 
2006: p. 29. 
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training they have acquired. It is passive in that it is not interactive and there are no 
follow-ups and feedbacks. In his study where he evaluated training courses of city 
councils in Local Economic Development, he found that nothing was happening after 
seven years of training. 
Kraak argues that there is a mismatch between the outputs of schooling and higher 
education or pre-employment training and the actual employment opportunities available 
in the labour market.62 He recommends that more programmes such as learnerships and 
internships should be established to fill this gap.63 The Skills Development Act and the 
National Skills Development Strategy mandates all government departments to 
implement learnerships within their departments. A learnership is a training programme 
that combines education obtained at a college or training centre with relevant work 
experience.64 It also applies to current employees who are provided with learnerships. 
They are referred to as learners and are unemployed people who have completed their 
matric but are unable to pursue tertiary education. In most government departments' 
learnership programmes are comprised of 30 percent training towards a qualification and 
70 percent work experience. 
In addition to learnerships, government departments are also offering internships in 
scarce and critical areas. An internship is a work-related learning experience for 
individuals who wish to develop their hands-on work experience in a certain occupational 
field. Most internships are temporary assignments and take place from approximately 
three months up to a year. The difference between learners and interns is that interns are 
people who have already completed a tertiary qualification in a certain field of study. 
Internships are targeted at unemployed graduated youth. 
Schlemmer, L. "Small Business in Big Schemes" in Service Delivery Review. Volume 5, Number 2, 
2006: p. 29. 
61 Ibid. 
62 Kraak, A. An Overview of South African Human Resource Development. HSRC Press: Cape Town 




As at 31 March 2006, out of the total of 3 345 learners recruited and trained by Local 
Government Sector Education and Training Authority LGSETA, 762 successfully 
completed training towards the end of November 2005. 5 The advantage of learnerships 
is that it provides more than technical skills. Learnerships teach people both general and 
specific skills needed for a particular job.66 The HRD Manager in the Office of the 
Premier said that their main focus and responsibility is to ensure that all departments 
within the province implement learnership programmes. As a result, departments are 
being asked to make more learnerships available.67 
According to the Office of the Premier, the intake of learnerships is increasing within the 
provincial government departments. Most government departments such as the 
Department of Health, Department of Education, and Department of Agriculture and 
Environmental Affairs are implementing learnerships programmes. The Local 
Government Sector Education and Training Authority (LGSETA) reported that the 
learnership programme is on track with more graduations planned in a number of 
provinces including KwaZulu-Natal, which had 400 learners by August 2006. On the 
other hand, the KwaZulu-Natal Department of Education has recruited 85 learners to 
participate in the Level 4 National Certificate in ABET practice learnership aged less than 
35. 
Because of both the absolute and relative demand for skilled people in government 
departments to occupy certain roles within occupation, interns are exposed to scarce skills 
as well as critical skills. The internship programme is currently being implemented in 
seven of the nine government departments within the province. The HRD Directorate 
itself has currently four interns. The Department of Safety and Community Liaison in 
KwaZulu-Natal has recruited eight interns as of January 2005 while the Department of 
housing is intending to implement IT interns.69 
LGSETA Annual Report.2006. 
Skills Development Act. Act 97 of 1998. Section 16 
Safla, FMA. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
Safla, FMA. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
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Section 5 of the HRD Strategy for the KwaZulu-Natal Provincial Administration stresses 
the need for monitoring and evaluation.70 Assessing whether or not skills have been 
developed in the public sector of KwaZulu-Natal is a complex matter. It relies on a 
system of monitoring and evaluation of the specific outcomes that must be achieved. For 
example, the critical success factors identified in the four Strategy Map Levels are the 
key strategic outcomes, which have to be reached. The Strategy maintains that provincial 
government departments must use the balance scorecard method to measure and assess 
performance.71 The balance scorecard method was developed as a generic framework to 
manage an organisation's strategic performance by identifying strategic actions. The 
balance scorecards are subdivided into two, namely personal and organisational 
scorecards. The personal scorecards reflect an employee's ability to act with 
determination and energy and to stimulate his or her inner involvement.72 The 
organisational scorecards on the other hand encompasses the organisational mission, 
vision, core values, critical success features, objectives, performance measures, targets 
and improvement actions.73 
Balance scorecards have not been effectively implemented within the Province. In fact, it 
stands to reason whether it is an appropriate mechanism to measure any skills 
development outcome. It offers very little relevant data. In the recently submitted reports 
by provincial government departments' to the respective SETAs, there is no evidence of 
the transfer of learning from the training room to the workplace. The HRD Directorate 
has no mechanism in place to assess or evaluate to what extent learning has taken place. 
There is no comprehensive indicator which shows whether skills development has taken 
place within the provincial government departments. Workplace Skills Plans, Annual 
Training Reports as well as the Quarterly Monitoring Reports are all general and vague 
reports. The HRD Directorate itself submits vague reports. For example, the report for 
May 2004 only lists the number of people trained per department (see Appendix B). 
Human Resource Development Strategy for KwaZulu-Natal Provincial Administration, p. 27. 
Ibid. 
Ibid. 
Ibid. p. 8. 
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According to this Report 222 officials were trained in May 2004 alone. However, the 
Report does not specify at what level these officials are and what their existing job 
description is and what the training involved. 
The lack of capacity and resources of the HRD Directorate makes the implementation and 
assessment of skills development programmes difficult. The HRD Directorate has limited 
human resources to train and offer management and leadership skills, which are 
fundamental in the implementation of skills development policies. Lack of capacity, 
according to Grindle, leads to an inability to formulate and implement policies 
effectively.74 It also adds up to an inability to carry out even the most basic task required 
of modern states.75 
Conclusion 
Even though a provincial strategy for skills development in KZN is in place, the 
interviews revealed a positive opinion of the legislative framework and policy strategy. 
However, the responses revealed very little beyond their knowledge of a few guidelines. 
There was no real understanding of what skills developments means or how the different 
objectives of the strategy are suppose to be met. Assessing whether it is able to 
implement the requirements of the SDA remains doubtful. One of the main reasons for 
these inadequacies is mainly because of the lack of human resource capacity within the 
Office of the Premier itself. It is almost a catch 22 situation: the need for skills 
development within the public sector in KwaZulu-Natal has been identified, but the 
Office of the Premier which is responsible for implementing skills development 
programmes is itself in need of skills development. 
Despite the critique and weakness of the skills development strategies and programmes, 
the growth of learnerships programmes is promising. Out of 3 345 learners recruited by 
LGSETA, 762 completed their training and graduated at various institutions. 
Learnerships programmes are slowly being put in place by all provincial government 
Grindle, M. 1997: p. 3. 
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departments. In addition to the learnerships, the HRD Directorate has been able to go 
beyond leanerships and establish internship programmes. The question is, is it enough? 
One cannot determine whether or not the SDA is successfully implemented if it is not 
properly measured or evaluated. Stating the number of training programmes in place, or 
the number of officials trained does not say anything about whether skills development 
has taken place. The Office of the Premier has no strategy or mechanism in place that 
would enable them to determine whether training programmes are appropriate and 
whether learning is applied in the work environment. 
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CHAPTER FIVE: Analysis and Interpretation 
This chapter concludes the study and gives an overview and summary of the key 
findings of the study. The conceptual context of the analysis is based on the skills 
development policy framework in South Africa and the implementation thereof by the 
Office of the Premier in KwaZulu-Natal. The production of a 'tentative theory' of this 
study is based on the status of policy implementation of the Skills Development Act1. 
This study reveals and highlights some of the shortcomings and challenges of policy 
implementation as experienced by the Office of the Premier in their implementation 
of the Skills Development Act through the Human Resource Development Strategy of 
KZN. 
5.1 PUBLIC POLICY 
Theunissen defined policy as "a plan of action to achieve a desired goal within the 
overall purposes of government."2 In a nutshell, policy seeks to achieve a desired goal 
that is considered to be in the best interest of all members of society. Public policy is a 
deliberate and (usually) careful decision that provides guidance for addressing 
selected public concerns. Policy development can be seen, then, as a decision-making 
process that helps address identified goals, problems or concerns. At its core, policy 
development entails "the selection of a destination or desired objective".4 In short, any 
given policy represents the end result of a decision as to how best to achieve a specific 
objective. 
Despite the variation in the policy process, the study has determined that there are 
some general steps that are common to policy development framework. These are: 
• selecting the desired objective 
• identifying the target of the objective 
• determining the pathway to reach that objective 
• designing the specific program or measure in respect of that goal 
• implementing the measure and 
• assessing its impact.' 
1 Cloete & Wissink, H. Public Management: Improving Public Policy. Van Schaik: Cape Town and 
Pretoria. 2000: p. 240. 
2 
Theunissen CA. Administering National Government in Venter, A. (eds) Government and Politics in the 
New South Africa: An Introductory Reader to its Institutions, Processes and Policies. JL van Schaik 





The policy orientations of skills development are provided in provincial policies and 
strategies. The KwaZulu-Natal Provincial Growth and Development Strategy (PGDS) 
offers the development framework for organisations and institutions and identifies the 
needs and priorities of the province. The PGDS is instrumental in identifying the 
necessary core departmental strategic competencies, which the provincial Human 
Resource Development units must. The key policy implementation plan for skills 
development in KwaZulu-Natal is the Human Resource Development Strategy 
(HRDS) for the KwaZulu-Natal Provincial Administration. This policy 
implementation plan is the official skills development strategy for the province and 
the responsibility of the Office of the Premier. The objectives and goals of the HRDS 
reflect the KZN provincial government's commitment to addressing skills 
development, illiteracy and poverty. 
From a policy-making perspective, the Office of the Premier has complied with 
national legislation by putting in place various policies that look at sustainable 
development, skills development and human resource management. The Skills 
Development Act and National Skills Development Strategy seek to establish a high 
quality skills development system that is cost effective, accountable, geared towards 
skills development and promotes employment generation and economic growth in 
drafting the HRD Provincial Strategy. The Office of the Premier was informed by 
these national policies and has been prioritised by the Office the Premier in its 
implementation of skills development within the province. The Skills Development 
Act, for example, provides a clear framework against which the Directorate has to 
ensure that skills development actually takes place in the Province. It also provides a 
clear policy framework and guidelines which the Directorate must implement and 
oversee. 
The effectiveness of policy implementation varies across policy issues and policy 
types. Some issues are more complex than others. Parsons argues that in order to 
analyse the study of implementation the type of policy to be implemented must be 
taken into account.6 The study reveals that skills development policy is quite a 
6 Parsons, W. Public Policy: An Introduction to the Theory and Practice of Policy Analysis. Edward Elgar 
Publishing Inc: Cheltenham.1995: p. 245. 
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complex issue in a sense that it includes elements of economic, organisational and 
personal development in all spheres of government. Skills development is important 
to generate income and improve the economy and living conditions in South Africa. It 
is also important for personal development in that it deepens individuals' specialised 
capacity to provide effective service delivery. So its complexity will therefore demand 
kind of implementation is required. 
Policy implementation, according to Brinkerhoff requires cooperation amongst 
stakeholders involved in the policy implementation process . The study determined 
that there are many participants at the implementation level that need to work together 
in the implementation of skills development projects. The study showed that 
collaboration is taking place between the Office of the Premier, its Directorate Human 
Resource Development (hereafter referred to as Directorate HRD) and national 
government departments such as Department of Public Service and Administration 
and the Department of Labour as well as all departmental HRD components of other 
provincial government departments. The Directorate HRD also work closely with the 
Public Service Education and Training Authority (PSETA). As a result of this co-
operation, the Directorate HRD has been able to develop strategies for the 
implementation of the Skills Development Act. This is one of the major successes of 
the Directorate HRD as far as implementation is concerned because policy 
implementation depends on a shared understanding and cooperation of stakeholders. 
The top-down decision making approach has been effective for skills development. 
Effective policy making and implementation requires, Pressman and Wildavsky 
argue, a good chain of command and a capacity to coordinate and control8. This 
implies that goals have to be clearly defined and understood; resources made 
available; the chain of command be capable of assembling and controlling resources; 
and a system that is able to communicate effectively and control those individuals 
involved in policy formulation and implementation. The study reveals that skills 
development policy has been defined and financial resources have been made 
available through the Skills Development Levies Act. 
7 Brinkerhoff DW & Crosby BL. Managing Policy Reform: Concepts and Tools for Decision 
Makers in Developing and Transitioning Countries. Kumarian Press: USA. 2002: p. 38. 
8 Ibid. 
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Policy according to Pressman and Wildavsky is concerned with the linkages between 
different organisations and departments at local level9. If action depends upon these 
number of links in the implementation chain, a degree of cooperation between 
agencies is important to make those links as close to hundred percent as possible. 
Lippincott and Stoker argue that coordination of action in policy implementation is 
important. 10 They maintain that it is necessary to coordinate actions amongst the 
numerous actors each with divergent interests especially when it comes to 
implementing change.11 This implies that implementation is most effective when 
policy creates a strong control at lower levels for instance. This cannot materialise if 
the coordination of activities and actors is not taken into consideration. Coordination 
is important when the policy is complex and includes a wide variety of role players. 
SETAs play an important role in the coordination and implementing skills 
development activities at the lower levels of government. However, it has been 
difficult for SDA to coordinate at lower levels. Schlemmer argues that "the challenge 
in the development process is to get the bottom to participate effectively".12 
Programmes developed by the Skills Development Act such as learnerships have been 
instrumental in providing employment and training to the unemployed South African 
youth. The Skills Development Act and the National Skills Development Strategy 
mandates all government departments to implement learnerships. The study shows 
that the provision of learnerships is slowly increasing within the province. 
Even though there are a number of learnerships and internships within the Province, 
the poor employment absorption rate of young people with a tertiary education, still 
remains critical13. 
5.2 CHALLENGES EXPERIENCED IN POLICY IMPLEMENTATION 
Despite the progress, the implementation of the Skills Development Act still remains 
weak. The Directorate HRD has experienced a number of implementation problems. 
9Brinkerhoff DW & Crosby BL. Managing Policy Reform: Concepts and Tools for Decision 
Makers in Developing and Transitioning Countries. Kumarian Press: USA. 2002: p. 44. 
10 Ibid. 
11 Ibid. 
12 Schlemmer, L. "Small Business in Big Schemes Service" in Delivery Review. Volume 5, Number 
2, 2006: p. 29. 
13 Ibid. p. 24. 
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The most significant is their lack of capacity as well as their in ability to monitor and 
assess training programmes. 
5.2.1 Capacity 
A lack of capacity, according to Grindle, leads to the "inability to formulate and 
implement policies effectively".14 It can even contribute to an inability to carry out 
even most basic task required of modern states. Many governments claim a central 
role in leading the process of development, however, they demonstrate remarkable 
incapacity to plan and pursue it. In addition, Grindle also maintains that government 
departments and NGOs face the same constraints.1 Issues related to training and 
organisational issues such as involving incentives and appropriate systems are among 
the key challenges confronting government. Capacity for the Directorate HRD 
remains limited and constrained17. The study reveals that the Directorate HRD itself 
has limited human resources, which is fundamental if they are the key implementation 
agents of skills development policies. It is ironic that the need for skills development 
within the public sector in KwaZulu-Natal has been identified by the Office of the 
Premier, but the Office of the Premier which is responsible for skills development is 
itself in need of skills development. 
5.2.2 Skills development programmes 
Kraak maintains that adequate government policies and programmes exist and that 
1 Q . . . 
implementation is taking place in South Africa. For example, there are initiatives 
that address the severity of the lack of jobs through large scale public works schemes, 
and associated training programmes have been formulated.19 However, there are no 
measures or mechanisms in place to assess/evaluate that programmes developed by 
the Directorate HRD to address the need as identified in the Workplace Skills Plans, 
are effective. The existing information taken from the various departments' 
Grindle, M. Getting Good Government: Capacity Building in the Public Sectors of Developing Countries 
Harvard University Press: Harvard. 1997: p. 3. 
15 Ibid. 
16 Ibid. Grindle, M. "Good Enough Governance: Poverty Reduction and Reform in Developing 
Countries" in An International Journal of Policy. Administration, and Institutions,. Volume 17. Number 4 
October 2004, p. 534. 
17 Safla, FMA. 10/11/2005. Interviewed by BM Nkosi. Pietermaritzburg. 
18 Kraak, A. An Overview of South African Human Resource Development. HSRC Press: Cape 
Town. 2005: p. 32. 
19 Ibid. 
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Workplace Skills Plan (see Appendix A) is merely a long list of skills development 
training programmes. It does not illustrate whether the programmes are designed to 
address scarce skills or critical skills . These various programmes are not even 
defined and what type of skill it provides. It does also not specify who should receive 
the particular training. 
There is no link between the list of programmes and the reports provided on those 
training programmes. For example, the list provided by the Office of the Premier in 
their Workplace Skills Plan 2003/2004 does not link to the Quarterly and Annual 
Training Reports provided by the department in question (see Appendix B). The 
Quarterly Training Report indicates that the Office of the Premier has been involved 
in training programmes that are regarded not as critical, such as the skill and the 
ability to compile Minutes of Meetings. 
5.2.3 Training and its assessment 
The nature of the training and education provided highlights a number of major 
shortcomings of skills development initiatives of the Office of the Premier. The list 
of training programmes as indicated in Appendix A are too general and very broad. 
The training programmes cover a range of broad issues such as short courses, but do 
not specify what the intended outcomes are. In addition, there is no sense of what the 
scarce skills training programmes are based on. It does not detail who should go on 
the course, and what skills the trainee would gain. The training programme does not 
reflect the assessment or evaluation criteria to be used to measure whether the 
officials that have been trained have gained the skills required. 
Another major challenge is the Office of the Premier's inability to determine whether 
or not the different training programmes are leading to skills development. The 
successful transfer of learning from the 'training room' to the workplace has been 
raised in recently submitted reports to SETA. This weakness has been partially 
ascribed to the lack of commitment from the people trained as well as the lack of 
20 www.intstudy.com/articles/nusinter.htm 
Scarce skills refer to an absolute or relative demand for skilled people to fill a particular role or 
occupation and critical skills are defined as the demand for an element practical or reflexive 
competence that allows for specialisation within roles or occupation. 
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commitment from the respective managers in government departments to determine 
whether or not skills development programmes have benefited their individual or their 
department's performance. 
Schlemmer has noted that training programmes provided by the public sector are 
passive. Passive in a sense that it does not enhance one's capacity to deliver and that 
people do not get back and do something about the training they have acquired.22 It is 
passive in that it is not interactive and there are no follow-ups and feedbacks from 
respective managers. 
5.3 RECOMMENDATIONS 
As the theory states that policy implementation is a continuous process, the comments 
and recommendations are mindful of the fact that the implementation of the various 
skills development programmes by Office of the Premier are all at the different stages. 
Nevertheless some key issues need attention. 
• There is a need for the Office of the Premier to ensure that the different 
training programmes go beyond simple courses. In other words, skills 
development programmes and strategies have to be aligned with the type of 
skill that needs to be developed. There remains a need for all government 
departments and managers to identify their employees' weaknesses and 
strengths as well as identify individual competencies and performance levels. 
This will assist departments in determining where skills are most lacking and 
what type of training their employees need to undergo. 
• The Office of the Premier must conduct its own survey and collect primary 
research on skills shortages rather than relying on the information provided by 
the provincial government departments' Workplace Skills Plans, Annual 
Training Reports or their Quarterly Monitoring Reports. 
21 Schlemmer, L. "Small Business in Big Schemes" in Service Delivery Review, Volume 5, Number 2, 
2006: p. 29. 
22 Schlemmer, L. "Small Business in Big Schemes" in Service Delivery Review. Volume 5, Number 2, 
2006: p. 29. 
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• The Office of the Premier should also ensure that training outcomes are 
specified, assessed and achieved. Respective resource managers should 
ascertain whether the participants of the training programmes are able to use 
their newly acquired skills in their work environment.23 
• Stronger commitment is required from Human Resource Managers in the 
provincial governmental departments. Building commitment requires passion 
and integrity from each and every stakeholder. Employers, employees and 
training officials must all be held accountable to ensure that skills 
development is taking place and that performance levels are assessed. 
• Cohen and Wheeler argue that capacity building initiatives attempted in 
African countries have been "dissipated by the inability of public sector to 
retain skilled staff as a result of constrained budgets"24. The Office of the 
Premier must determine why there is a high rate of resignation among skilled 
and professional personnel. Incentives should be considered to reward good 
performance and skilled personnel. Financial rewards can be given to staff that 
have performed well. 
• The Office of the Premier must make sure that the various departments make a 
clear distinction between scarce skills and critical skills. Each department, 
must detail in their Workplace Skills Plan what skills are needed and motivate 
why these skills are regarded as critical to the functioning of the department. 
The prioritisation of skills development programmes is important for each and 
every department and must be taken into consideration in terms of making 
effective budget projections. It is important for the Office of the Premier put 
strategic plans into actions. This, according to Brinkerhoff, calls for the 
identification of strategic issues and set priorities in terms of the urgency of 
each issue in the strategy. Policy managers and implementers put plans into 
KwaZulu-Natal Provincial Government. Office of the Premier Strategic Plan. April 2004 - March 
2007: p. 31. 
24 Cohen, JM & Wheeler, JR. Training and Retention in African Public Sectors: Capacity Building Lessons 
from Kenya. Harvard University Press: Harvard. 1997: p. 126. 
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action, resources are mobilised and human resource capacity are brought into 
operation to bear on the task to be implemented25. 
• The list of skills development programmes must be more clearly defined. 
Training programmes must be designed with specific measurable outcomes. It 
must state the type of skill that will be provided by that particular programme. 
Each government department must indicate in their Workplace Skills Plan the 
number of people in need of training. It must detail and prioritise the skills 
which are scarce and critical to the department. The 'who' part must indicate 
the level of that particular person to be trained. The SDA states that workers 
and employers should draw up the Workplace Skills Plan together26. Like the 
Sector Skills Plan, the Workplace Skills Plan must describe the skills needed; 
identify who needs it; how skills would be acquired and how much it would 
cost. Workplace Skills Plans must be more detailed than the Sector Skills 
Plans because it is specific to that particular workplace environment.27 
The study emphasizes the need for the Office of the Premier to manage policy 
implementation strategically. Managing strategically is a matter of identifying what 
needs to be done, why and how it should be done. It is about developing shared 
visions, influencing and persuading opponents, cooperating with a wide range of 
stakeholders while at the same time, developing programmes in a participatory and 
collaborative manner28. Brinkerhoff argues that managing policy implementation is 
"following effectively the policy prescriptions in order to solve social and economic 
problems" . 
The study concludes that the successful outcome of the policy process in terms of 
solving the social problems depends on it meeting a number of criteria to compare 
policy options, the existing policy designs and assess past policy performance30. 
25 Brinkerhoff DW & Crosby BL. Managing Policy Reform: Concepts and Tools for Decision Makers 
in Developing and Transitioning Countries. Kumarian Press: USA. 2002: p. 43. 
26 Skills Development Act 97 of 1998. Section 10 (b). 
27 Ibid. 
28 Brinkerhoff DW & Crosby BL. 2002: p. 118. 
Ibid. p. 117. 
Moharir, V. Governance and Policy Analys 
Capacity Building in Democratic Renewal in Africa. Kumarian Press: USA. 2002: p. 109. 
29 i . . . 
30 is in Olowu, D. (eds) Better Governance and Public Policy: 
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In addition, Grindle maintains that policy must encompass strategies that have to do 
with increasing efficiency, effectiveness and responsive of government 
performance.31 
This calls for the efficient use of resources, the effective delivery of services that is 
responsive to the poor majority and participation in the policy decision making. In 
other words, policy is more successful if it sets out priorities with a better 
understanding about which actions which will produce better results in terms of 
efficiency, effectiveness and responsiveness.32 
Moharir maintains that the minimum measure of a successful policy must be based on 
• effectiveness (the ability for governments to achieve goals and objective); 
• efficiency (the realisation of the policy objectives less time and less cost); 
• responsiveness (the ability to create policies that respond to the legitimate of 
civil society and interests groups); 
• innovation (refers to the creativity to design policies. Creativity is about the 
quality of originality that leads to new ways of seeing ideas); 
• political feasibility (the ability of political executives, legislatures and policy 
makers to accept the policy); and 
• administrative feasibility (the willingness, capacity and ability of 
implementing agencies to realise policy objectives within given time). 
Meeting Moharir's requirements, demands managing the policy implementation of 
skills development in the Office of the Premier in a holistic way. Such policy 
management requires capacities, capabilities and skills different from those associated 
with routine administration and management . Different in a sense that it involves the 
processes of policy to be implemented that is outside of daily routine of office 
administration. One of the basic requirements argued by Brinkerhoff is strategic 
management capacity. 
31 Grindle, M. "Good Enough Governance: Poverty Reduction and Reform in Developing Countries" in 




34 Brinkerhoff DW & Crosby BL. Managing Policy Reform: Concepts and Tools for Decision Makers in 
Developing and Transitioning Countries.Kumarian Press: USA. 2002: p. 38. 
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Strategic management capacity refers to the skill and ability to manage the 
implementation process. Strategic management capacities are important in managing 
policy implementation because they assist policy managers and implementers in 
government departments to focus directly on three strategic management capacities 
tools mentioned by Brinkerhoff. These three strategic management capacity tools 
include: 
• Firstly, to look outward. Looking outward according to Brinkerhoff, enables 
policy implementers to extend their focus on external environmental 
limitations.35 This tool allows them to focus on issues that are outside of the 
implementation process. These include things that may impact the 
implementation of skills development policies. 
• Secondly, Brinkerhoff argues that implementers and managers must look 
inward to view and assess the internal structures and procedures as well as the 
ability of actors within the department. This is important in any policy 
implementation process because it helps to identify individual skills inside 
departments. It actually assesses the powers and weakness of role players in 
the implementation of SDA. 
• The third capacity tool is to look ahead to see what comes next and to put the 
necessary resources in place required to meet the desired outcome. In other 
words, this capacity relates to bringing together strategies and resources to 
achieve policy goals. This capacity put more attention to sustainability which 
implies the capacity to anticipate and initiate. 
The study shows that the Office of the Premier is unsure how to manage the 
T O 
implementation of skills development policy effectively . It needs to focus more 
attention on determining what has been done, what needs to be done, and how they 
can evaluate whether it meets the policy objectives of the Skills Development Act. 
The implementation of skills development policy is a multi-faceted process and it 
involves a variety of stakeholders. Policy implementation is never perfect and 
35 Ibid. p. 39. 
36 Ibid. 
37 Ibid. 
38 Hill, M & Hupe, P. Implementing Public Policy: Governance in Theory and Practice. Sage Publications: 
London & New Delhi.2002: p. 163. 
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APPENDIX A: Recommended Training Programmes From Workplace Skills Plans1 
Department of Works: 
Programmes: Strategic Management 
Contract Management 









Department of Social Welfare and Population and Development: 




Service Delivery and Improvement Programme 
Policy Formulation and Analysis 
Human Resources Management 




Total Quality Management 
Knowledge Management 
Regulatory Management 
Department of Traditional and Local Government Affairs: 






Customer Care Service Excellence 
Financial Management Skills 
Project Management Skills 
Problem Solving and Decision Making 
Specific Training 
BAS (Basic Accounting System) 
Map Reading 
Arc Training 
1 Obtained from Human Resources Plan 2003/2004 
SI 
Department of Housing 
Programmes : Project Management 
Computer training 
Facilitation Skills 
Secretarial development Course 
Supervisory and Management Skills 
Public Finance Management 
Policy Analysis and Development 
Interpretation of statutes 
HR Planning, Labour Relations, Organisational Development 
HIV/AIDS 
Thinking Skills Course for Managers 
Department of Agriculture and Environmental Affairs 
Programmes : Leadership Skills 
Computer Skills 
Project Management 





Human Resource Management Skills 




Strategic Management and Planning 
Security Guard Training 
Problem Solving 
Discipline and Grievances 
Change Management 
Department of Education 
Programmes Information Technology and Related Skills 
HIV/AIDS 
Management and Leadership Skills 
Adult Basic Education and Training (ABET) 
Improvement of Service Delivery 
Performance Management Training 
Teacher development 
School Governance 
Language Proficiency Skills 
Early Childhood Development 
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Office of the Premier 


















BUSINESS AND ORGANISATIONAL SKILLS 
Protocol Skills 
Implementing Service Delivery Improvement 
Knowledge of Labour Relations 
Knowledge of Code of Conduct 
Information Management 


















Writing Minutes of Meetings 
Department of Safety and Security 




People Management and Empowerment 
Performance Management 
Problem Solving and Analysis 
Interpersonal Skills 
Service Delivery Innovation 
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Department of Transport 




Disciplinary Hearings and Grievances, Labour Relations 
Persal 
Zulu 





Personal Money Management 
Problem Solving and decision making 
Basic Management for foreman 
Road Infrastructure 
Technical Workshops 
Department of Health: Skills Priorities as per Annual Workplace Skills Plan 2002/2003 
Programme: ABET 







Primary Health Care 
Plumbing 
Bricklaying 
Health and Safety Audit 
Machine Operation 










Orientation Occupational Health and Safety 
NB: Economic Affairs and Tourism (No Workplace Skills Plan available) 
Royal Houshold (No source documents available) 



















































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































APPENDIX C: Questionnaire 
The following questions were used to interview Human Resource Development staff at the Office of 
the Premier. The first part of the questions aimed to determine a general description on the need for 
skills development by staff responsible for skills development in Office of the Premier It also 
identified what programmes are in place for skills development by the Office of the Premier. 
What does skills development Act require from provincial government? 
Can you provide descriptive functions of the Office of the Premier with regards to skills 
development? 
Are there specific departments in the Office of the Premier responsible for skills 
development? 
If so, what are these and how are they structured? 
How important is the Skills Development Act to your department? 
Does the Skills Development Act provide guidelines for skills development programmes? 
If yes, what are these? If no, do you think this is a problem? 
Does the Skill Development Act provide strategies for assessing, monitoring pr measure 
whether skills have been developed? 
Does the Office of the Premier have a framework for assessing or monitoring skills 
development processes? 
What are some of the problems with regard to implementing skills development 
programmes by the Office of the Premier institution? 
Have skills development programmes been evaluated and monitored? If yes, by whom? 
If no, why not? 
Does the Office of the Premier have the resources or capacity to implement the skills 
Development Act? IF not, what does it need? 
Is there a national department which assists and assesses whether provinces are 
implementing skills development policies? 
What is the role of the Office of the Premier in the implementation of skills development 
Act in KZN? 
Has the Office of the Premier done any research on what skills shortages are of the 
public sector in KZN? If yes, when and how? If no, why not? 
What strategies if any, have been put in place by the Office of the Premier to implement 
skills development if there are any? 
What programmes and structures, if any, are in place for skills development in the Office 
of the Premier? 
How does the Office of the Premier determine whether or not skills have been 
developed? 
Are skills developments being evaluated in KZN? If yes, how? If no, why? 
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ev
ie
w
s 
th
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at
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 d
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 d
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 c
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f f
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 p
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 c
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 c
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 d
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 c
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 p
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 f
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 c
oo
rd
in
at
io
n,
 a
nd
 m
ee
tin
g 
pr
oj
ec
t 
m
ile
st
on
es
, 
ob
je
ct
iv
es
 a
nd
 d
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R
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ca
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C
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R
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C
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P
ro
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P
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 m
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 d
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ra
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 p
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at
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at
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P
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ad
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m
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ur
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 p
et
ro
le
um
 o
r 
gr
ou
nd
 w
at
er
 
E
xa
m
in
e 
th
e 
an
at
om
y,
 p
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 b
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at
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P
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P
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pr
in
t 
eq
ui
pm
en
t. 
M
an
ip
ul
at
es
; 
se
ts
 a
nd
 c
om
po
se
s 
te
xt
 a
nd
 g
ra
ph
ic
s 
in
to
 a
 fo
rm
at
 s
ui
ta
bl
e 
fo
r 
pr
in
tin
g 
an
d 
ot
he
r 
vi
su
al
 
m
ed
ia
. 
P
ro
du
ce
s 
bo
ok
s,
 m
ag
az
in
es
, 
ne
w
sp
ap
er
s,
 b
ro
ch
ur
es
, 
po
st
er
s,
 le
af
le
ts
, 
pa
ck
ag
in
g 
m
at
er
ia
ls
 a
nd
 
st
at
io
ne
ry
 u
si
ng
 p
rin
tin
g 
pr
es
se
s.
 
F
ab
ric
at
es
 o
r 
re
pa
irs
 w
oo
de
n 
fu
rn
itu
re
, 
an
d 
fit
s 
an
d 
as
se
m
bl
es
 p
re
pa
re
d 
w
oo
de
n 
pa
rt
s 
to
 m
ak
e 
fu
rn
itu
re
. 
C
ut
s,
 p
la
ne
s,
 tu
rn
s,
 s
ha
pe
s 
an
d 
sa
nd
s 
w
oo
d 
st
oc
k 
to
 s
pe
ci
fic
at
io
ns
. 
A
pp
lie
s 
fin
is
he
s 
su
ch
 a
s 
st
ai
n,
 la
cq
ui
re
, 
pa
in
t, 
oi
l a
nd
 v
an
is
h 
to
 fu
rn
itu
re
, 
an
d 
po
lis
he
s 
an
d 
w
ax
es
 
fin
is
he
d 
fu
rn
itu
re
 s
ur
fa
ce
s 
C
on
st
ru
ct
, 
fit
 o
ut
 a
nd
 r
ep
ai
r 
bo
at
s 
an
d 
sh
ip
s.
 
C
on
tr
ol
s 
th
e 
op
er
at
io
n 
of
 c
he
m
ic
al
 p
ro
du
ct
io
n 
pl
an
t 
O
pe
ra
te
s 
m
ac
hi
ne
s 
to
 p
ro
du
ce
 c
he
m
ic
al
 g
oo
ds
 s
uc
h 
as
 s
oa
ps
, d
et
er
ge
nt
s,
 p
ha
rm
ac
eu
tic
al
s,
 
to
ile
tr
ie
s 
an
d 
ex
pl
os
iv
es
. 
M
ak
es
 a
nd
 r
ep
ai
rs
 je
w
el
le
ry
 s
uc
h 
as
 r
in
gs
, 
br
oo
ch
es
, 
ch
ai
ns
 a
nd
 b
ra
ce
le
ts
; 
cr
af
ts
 o
bj
ec
ts
 o
ut
 o
f 
pr
ec
io
us
 m
et
al
s;
 o
r 
cu
ts
, 
sh
ap
es
 a
nd
 p
ol
is
he
s 
ro
ug
h 
ge
m
st
on
es
 t
o 
pr
od
uc
e 
fa
sh
io
n 
or
 i
nd
us
tr
ia
l 
je
w
el
s 
O
pe
ra
te
s 
co
ns
ol
es
 t
o 
co
nt
ro
l 
ra
di
o 
or
 t
el
ev
is
io
n 
br
oa
dc
as
t 
tr
an
sm
itt
er
s.
 
O
pe
ra
te
s 
co
ns
ol
es
 t
o 
co
nt
ro
l 
ra
di
o 
or
 t
el
ev
is
io
n 
br
oa
dc
as
t 
tr
an
sm
itt
er
s.
 
G
en
er
ic
 
O
cc
u
p
at
io
n
 
S
p
ec
ia
lis
at
io
n
 
O
cc
u
p
at
io
n
al
 D
es
cr
ip
to
r 
T
R
A
D
E
 A
N
D
 C
R
A
F
T
 W
O
R
K
E
R
S
 (
S
K
IL
L
E
D
 T
R
A
D
E
S
 W
O
R
K
E
R
S
) 
P
er
fo
rm
in
g
 A
rt
s 
T
ec
h
n
ic
ia
n
s 
(3
99
5 
H
ea
lt
h
 &
 S
af
et
y 
T
ec
h
n
ic
ia
n
s 
Li
gh
t T
ec
hn
ic
ia
ns
 (
39
95
03
) 
S
ou
nd
 T
ec
hn
ic
ia
n 
(3
99
50
4)
 
T
el
ev
is
io
n 
E
qu
ip
m
en
t 
O
pe
ra
to
r 
(3
99
50
7)
 
P
ho
to
gr
ap
hi
c 
A
ss
is
ta
nt
s 
F
ire
 D
et
ec
tio
n 
T
ec
hn
ic
ia
ns
 
P
os
iti
on
s 
an
d 
co
nt
ro
ls
 l
ig
ht
in
g 
eq
ui
pm
en
t 
fo
r 
st
ag
e 
pe
rf
or
m
an
ce
s 
or
 t
el
ev
is
io
n,
 v
id
eo
 o
r 
fil
m
 
pr
od
uc
tio
ns
. 
D
es
ig
ns
 a
nd
 a
pp
lie
s 
m
ak
e 
up
 to
 a
ct
or
s,
 p
re
se
nt
er
s 
an
d 
ot
he
r 
pe
rf
or
m
in
g 
ar
tis
ts
. 
O
pe
ra
te
s 
te
le
vi
si
on
 e
qu
ip
m
en
t 
to
 r
ec
or
d,
 e
di
t, 
m
ix
 a
nd
 p
re
pa
re
 m
at
er
ia
l f
or
 b
ro
ad
ca
st
. 
T
o 
be
 fi
na
liz
ed
 in
 2
00
7 
T
o 
be
 fi
na
liz
ed
 in
 2
00
7 
